THE ROLE OF HUMAN RESOURCES IN ORGANIZATIONAL RESTRUCTURING: PERCEPTIONS OF HRDEPARTMENT, LINE MANAGERS, AND EMPLOYEES by Al Hammadi, Mohamed Abdulla Mohamed
United Arab Emirates University 
Scholarworks@UAEU 
Dissertations Electronic Theses and Dissertations 
5-2017 
THE ROLE OF HUMAN RESOURCES IN ORGANIZATIONAL 
RESTRUCTURING: PERCEPTIONS OF HRDEPARTMENT, LINE 
MANAGERS, AND EMPLOYEES 
Mohamed Abdulla Mohamed Al Hammadi 
Follow this and additional works at: https://scholarworks.uaeu.ac.ae/all_dissertations 
 Part of the Business Commons 
Recommended Citation 
Al Hammadi, Mohamed Abdulla Mohamed, "THE ROLE OF HUMAN RESOURCES IN ORGANIZATIONAL 
RESTRUCTURING: PERCEPTIONS OF HRDEPARTMENT, LINE MANAGERS, AND EMPLOYEES" (2017). 
Dissertations. 93. 
https://scholarworks.uaeu.ac.ae/all_dissertations/93 
This Dissertation is brought to you for free and open access by the Electronic Theses and Dissertations at 
Scholarworks@UAEU. It has been accepted for inclusion in Dissertations by an authorized administrator of 
Scholarworks@UAEU. For more information, please contact mariam_aljaberi@uaeu.ac.ae. 
wu:u 
(t) alll..a.J 1 o....u • ft •1 u 1 La u 1 G.sL.ob ... ,......... J � . 
United Arab Emirates University 
United Arab Emirates University 
College of Business and Economics 
THE ROLE OF HUMAN RESOURCES IN ORGANIZATIONAL 
RESTRUCTURING: PERCEPTIONS OF HRDEPARTMENT, LINE 
MANAGERS, AND EMPLOYEES 
Mohamed Abdulla Mohamed Al Hammadi 
This dissertation is submitted in partial fulfillment of the requirements for the degree 
of Doctorate of Business Administration 
Under the Supervision of Professor Riyad Eid 
May 2017 

Approval of the Doctorate Dissertation 
This Doctorate Dissertation is approved by the following Examining Committee 
Members: 
!)Advisor (Committee Chair): Dr. Riyad Eid 
Title: Professor 
Department of Business Administration College of Business and Economics- UAEU 
Signature __ ___iCJ~c========"tur_-::_  Date "J I S I Z d \ -r 
2)Member: Dr. So-Jin Yoo 
Title: Assistant Professor 
Department ofBusiness Administration College of Business and Economics -UAEU 
Signature ~ ,-- ./ Date oz/.or /~r7 
'=""' r / 
3)Member: Dr. Fathalla A. Rihan 
Title: Associate Professor 
Department of fuhclnatic'\! Sciences- UAEU 
Signature \ ( \ ""-~ Date 
4)Member (External Examiner): Dr. Amgad Badewi 
Title: Senior Lecturer 
Department of Business Administration 
University of Kent, UK 
Signature A7 J e~~- ' 
This Doctorate Dissertation is accepted by: 
Dean of the Colle e of Business & Economics: Professor Mohamed Madi 
Dean of the College of 9fe Gradu 




Declaration of Original Work 
I, Mohamed Abdulla Mohamed Al Hammadi, the undersigned, a graduate student at 
the United Arab Emirates University (UAEU), and the author of this dissertation 
entitled “The Role of Human Resources in Organizational Restructuring: 
Perceptions of HR Department, Line Managers, and Employees,” hereby, solemnly 
declare that this dissertation is my own original research work that has been done and 
prepared by me under the supervision of Professor Riyad Eid, in the College of 
Business and Economics at UAEU. This work has not previously been presented or 
published, or formed the basis for the award of any academic degree, diploma or a 
similar title at this or any other university. Any materials borrowed from other 
sources (whether published or unpublished) and relied upon or included in my 
dissertation have been properly cited and acknowledged in accordance with the 
appropriate academic conventions. I further declare that there is no potential conflict 
of interest with respect to the research, data collection, authorship, presentation 
and/or publication of this dissertation. 
 
 





















Copyright © 2017 Mohamed Abdulla Mohamed Al Hammadi 
























1) Advisor: Prof. Riyad Eid 
Title: Professor 
Department of Business Administration  
College of Business and Economics 
 
 
2) Co-advisor: Dr. Ananth Chiravuri 
Title: Assistant Professor 
Department of Business Administration  















The process of organizational restructuring is an integral and common aspect 
that has been integrated into the growth and development of organizations all around 
the globe. It is mainly undertaken to ensure that organizations are up to date with 
ever-changing external and internal business environments in order to improve 
organizational effectiveness and efficiency. The government of Abu Dhabi emirate 
has developed a long term plan to guide future growth of the emirate (Abu Dhabi 
2030). As a result, all of its departments and entities need to align to this strategic 
plan, which involves change. In many cases this has forced organizations/entities to 
restructure.  
This study empirically examines and rigorously investigates organizational 
restructuring covering all of the stages that organizational restructuring process goes 
through, starting from the adoption stage, which identifies the main reasons leading 
organizations undertake organizational restructuring. Then the study evaluates the role of 
the HR department in the organizational restructuring implementation and finally, it 
analyses the perception that line managers, HR department and organization employees 
have towards the HR Department’s role played during the organizational restructuring. It 
takes into consideration government and semi-government entities in Abu Dhabi 
Emirate, which have undergone restructuring in the last four years. The research 
methods include desk research and a survey questionnaire given to 307 participants. 
The study proposes a conceptual framework, which can be used as a guide to 
improve the management of organizational restructuring including its stages of 
adoption, implementation, and perception/implications. 
 
Keywords: Human Resources, Line Managers, Organizational Restructuring, 
Middle Management, Organizational Change, Strategic Change, Government and 




Title and Abstract (in Arabic) 
 االبشريیة٬، االمواارردد منظورر من االمؤسسيیة٬، االهھيیكلة إإعاددةة في االبشريیة االمواارردد ددوورر
وواالموظظفيین االمباشريین االمديیريین  
االملخص  
ً جرىى ددمجهھ في عمليیة نمو ووتطويیر  ً مكمالً ووعاما تعد عمليیة إإعاددةة االهھيیكلة االمؤسسيیة جانبا
االمؤسساتت في جميیع أأنحاء االعالم.  
 
ووموااكبتهھا لبيیئاتت االعمل االدااخليیة يیتم إإجرااء هھھھذهه االعمليیة بصفة ررئيیسيیة لضمانن تحديیث االمؤسساتت 
. قامت لفعاليیة االمؤسسيیةوواالخاررجيیة االتي تشهھد تغيیيیرااتت مستمرةة٬، ووذذلك بهھدفف تحسيین االكفاءةة وواا
حكومة إإماررةة أأبو ظظبي بتطويیر خطة ططويیلة ااألجل بتوجيیهھ االنمو االمستقبلي لإلماررةة (أأبوظظبي 
تتفاعل مع هھھھذهه االخطة ). نتيیجة لذلك فإنن جميیع ددوواائرهھھھا ووهھھھيیئاتهھا بحاجة إإلى أأنن 2030
د من االحاالتت يیدفع هھھھذاا االوضع كثيیر من هھھھذهه ااالسترااتيیجيیة٬، االتي تنطويي على االتغيیيیر ووفي االعديی
االهھيیئاتت إإلى إإعاددةة االهھيیكلة. االمؤسساتت وو  
 
هھھھذهه االدررااسة هھھھي ااألوولى االتي تجريي فحص تجريیبي ووتحقيیق ددقيیق في إإعاددةة االهھيیكلة االمؤسسيیة٬، 
من مرحلة تبني االعمليیة  ااا عمليیة إإعاددةة االهھيیكلة االمؤسسيیة اابتدااءتغطى كافة االمرااحل االتي تمر بهھ
االتي تحددد ااألسبابب االرئيیسيیة االتي تقودد االمؤسساتت إإلى إإجرااء عمليیة إإعاددةة االهھيیكلة االمؤسسيیة. ثم 
تتولى هھھھذهه االدررااسة تقيیيیم ددوورر إإددااررةة االمواارردد االبشريیة في تطبيیق عمليیة إإعاددةة االهھيیكلة االمؤسسيیة 
االمباشريین ووإإددااررةة االمواارردد االبشريیة  ووموظظفي  حليیل منظورر االمديیريینرااً تعمل على تووأأخيی
االمؤسسة إإززااء ددوورر إإددااررةة االمواارردد االبشريیة االذيي تلعبهھ أأثناء عمليیة إإعاددةة االهھيیكلة االمؤسسيیة.  
 
تأخذ هھھھذهه االدررااسة في ااالعتبارر االهھيیئاتت االحكوميیة ووشبهھ االحكوميیة في إإماررةة أأبو ظظبي وواالتي 
االسنوااتت ااألرربع االماضيیة. تشمل مناهھھھج االبحث بحثاً مكتبيیاً يیتضمن  خضعت إلعاددةة االهھيیكلة٬، خاللل
مشارركك. تقترحح  307مرااجعة للماددةة من االمصدرريین ااألكادديیمي وواالمهھني ووااستبيیانن ااستطالعي لـ 
االدررااسة إإططارر عمل تصورريي٬، يیمكن ااستخداامهھ كدليیل إإررشادديي لتحسيین إإددااررةة إإعاددةة االهھيیكلة 




إإعاددةة  االبشريیة٬،االمواارردد  االمواارردد االبشريیة٬، االمديیروونن االمباشروونن٬، مديیروو: مفاهھھھيیم االبحث االرئيیسيیة
االسيیاساتت٬، االهھيیئاتت  يیر االمؤسسي٬، االتغيیيیر ااالسترااتيیجي٬،االهھيیكلة االمؤسسيیة٬، ااإلددااررةة االوسطى٬، االتغيی
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Chapter 1: Introduction 
1.1 Overview  
Change is one of the most important aspects of an organization. Therefore, 
organizations need to introduce various management policies and processes on a 
regular basis and effectively manage their implementation in order to ensure that 
long-term risks are managed efficiently and hence the corporate strategic goals of the 
organization are met (Alvesson, 2012). This change may require organizations to 
undertake the process of restructuring on a regular basis. In today’s rapidly changing 
world, organizations cannot survive with rigid and inflexible structures.  
According to Tian (2012), the process of restructuring has become very 
popular among organizations in the modern world, wherein most organizations view 
this process as an essential aspect for ensuring continual productivity, efficiency, and 
flexibility in the dynamic business environment prevalent in the modern world. 
Accordingly, several authors such as Cascio (1998), have pointed out that some of 
the most important triggers for the process of restructuring include aspects like the 
need for increased productivity or the need to increase overall efficiency of the 
organization, by cutting its costs to a large extent and also ensuring that their 
incurred profits are high at the same time. 
In order to proceed with the essential gist of the study as a whole, first it is 
necessary to understand the various intricacies of the topic that this research will be 
exploring. In this chapter, the elements that will be explored will be targeted, 
creating a build-up towards the research objectives, aims, and the inherent questions 




the concept of organizational study, statement of the research problem, research 
objectives, research questions, and significance of the study. 
1.2 Organizational Restructuring: The Concept 
Organizational restructuring has become a common practice; for example, 
Mayer, Smith, and Whittington (2003) report that almost all the corporate giants in 
UK have ensured that organizational restructuring is an integral part of their overall 
development by integrating the same into their game plan. This means that major 
companies and organizations in the UK undergo or facilitate implementation of 
organizational restructuring in a matter of three years or so, during the course of their 
development. On the other hand, companies such as Microsoft have undertaken 
organizational restructuring at a much higher rate, wherein the software giant 
underwent its fourth restructuring in a matter of five years (Montalbano, 2005). 
In order to understand the inherent objectives and the aims of the study, this 
study actually looked at the various ways in which restructuring as a process works 
as well as the intricate ways in which the process of restructuring actually affects the 
organization as a whole. The inherent objectives behind restructuring as a process are 
very necessary to understand, especially in terms of the results, which have to be 
achieved through the process, before it is undertaken as a whole. The main aim of the 
restructuring process can be seen to be a kind of resurrection process in the literal 
sense, which can be juxtaposed with the organization and the changes that are 
required in the same (Berger & Ofek, 1995). The process of restructuring basically 
involves a rearrangement of the minute and intricate workings of the organization in 
order to increase its overall efficiency as well as productivity when it comes to the 




The process of restructuring as a whole can be better understood if we 
consider an organization as a living, breathing entity, capable of growth and 
development, much like any organism in the world. If we consider the organization 
as a living entity, the process of restructuring can be defined as a sort of 
metamorphosis, a process where the internal and the external workings of the entity 
are completely rearranged and reconfigured in order to increase the overall efficiency 
as well as workability of the organism itself (Armenakis, Harris, & Mossholder, 
1993). For instance, in order to understand the analogy of how restructuring can 
affect the organization in the same way as a process of biological reformation and 
reconstruction affects a living organism, we can take the example of the 
metamorphosis which is seen in insects such as a butterfly. The transition phases in a 
butterfly enable it to transform from a larva, to a caterpillar and finally to its end-
state of biological “evolution,” the butterfly. In this case, the changes, which are seen 
after the commencement and the completion of each transition, are wildly different, 
almost making each stage of transformation completely unrecognizable from the last 
(Marquardt, 2011).  
The butterfly, during the process of pupation, forms a cocoon wherein it 
encases itself and literally dissolves the structural and functional elements using its 
internal acids and corrosive chemicals within its body. In this way, the body of the 
caterpillar is completely dissolved or disintegrated within the cocoon and then the 
commencement of the rearrangement occurs. Through this process, the inherent 
structure of the butterfly is formed, molecule by molecule, until it breaks free from 
the cocoon in a typical sense of resurrection (Marquardt, 2011). This process in 
nature can be juxtaposed with that of an organization, where the complete 




rearrange the organizational framework itself, starting from the minutest level where 
the formulation of strategies occurs and seeing it through until it is implemented on a 
large scale in order to considerably change the way the organization functions and 
maintains itself (Gowing, Kraft, & Quick, 1997). In very simple words, 
organizational restructuring can be defined as a process of upgrade in the lifecycle of 
an organization, thereby enabling it to function and structure itself in a much better 
way than it existed previously.  
The main aim of this particular study is to address this change, which will 
give rise to a considerable degree of novelty, as well as increased efficiency, when it 
comes to the workings of the organization as a whole. Another aspect that the study 
will look at includes the inherent ways in which the organization will make use of its 
middle managers in order to facilitate this change in a systematic way so that the 
shock of change does not cause immense damage to the workforce as a whole.  
An important point of consideration which comes into the picture when 
contemplating such a large scale change as organizational restructuring is the 
inherent drastic implications and consequences that the process will have on 
employees and workers who are suited to the previous modes, strategies, and policies 
of work rather than the newly implemented ones (Tearle 2016). This instance can 
again be juxtaposed with the prospect of understanding the inherent drastic changes 
which take place when a caterpillar undergoes chrysalis or pupation into its most 
vibrant and transformative phase, the butterfly. In this case, the inherent importance 
that is required to be attributed to the phase of pupation is immense owing to the fact 
that it actually involves the complete disintegration and the subsequent 
rearrangement of the entire structure of the organism as a whole.  




which comes with pupation or restructuring, owing to which obsolete and non-usable 
processes or parts within the organism disintegrate in order to make way for new and 
improved processes. This means that restructuring in an organization also entails 
large-scale changes where obsolete or worn-out strategies are removed or modified 
in order to make way for a larger degree of change or improvement in the entire 
productivity of the process as a whole (Bonnet, 2015). This also inherently means 
that the part of the employee workforce, which was in charge of the obsolete 
strategies or policies has to be removed or replaced.  
In addition, employees who are not able to handle the immense degree of 
change and influx of novelty will have to undergo a large degree of change 
themselves in order to accustom to the external changes. In this case, it may actually 
become necessary to ensure that the overall degree of momentum is maintained 
during the process as a whole and individuals or groups of employees who are not 
able to accustom themselves to the process as a whole may have to be downsized in 
order to make way for more consistency amongst the workforce as a whole (Buch, 
1992). In this case, it becomes very important to ensure that restructuring does not 
cause a large degree of invariable losses to the company, which usually happens 
when the inherent degree of ambition or far-sightedness of the company’s objectives 
may, in turn, not be compatible with the overall adeptness and degree of adaptability 
of the company itself.  
This is another aspect that the study will be looking into, which essentially details 
the various ways in which the occurrence of change can actually cause a huge 
disruption in the perspectives of the people who work within the organization as a 
whole. The main consequence of this is seen in the immense degree of downsizing 




Moreover, the process of restructuring also involves a consequential upgrade in the 
software as well as the strategies which are a part of the organization as a whole, an 
aspect which can cause quite a disruption in the eyes of employees who are 
invariably used to the functioning of the old ways of working which were prevalent 
before the implementation of change as a whole (Moon & Lee, 2008). Therefore, the 
transition from an old organizational structure to a new one has to be done smoothly 
and in a very accommodating way, in order to ensure that the employee workforce, 
as well as the overall infrastructure of the organization itself, is maintained in terms 
of quality and extent, while the overall degree of downsizing which may be caused 
due to this particular change in the strategies and intricacies of the organization does 
not make the enterprise fall on its face (Bolman & Deal, 2013).  
1.3 HR Department and Middle Management Role 
This study also delves into the various aspects related to the perception of line 
managers, human resource managers, and employees of the HR Department in 
organizational restructuring, and the essential role that they play in ensuring that 
proper restructuring is facilitated and implemented. The HR managers and HR staff 
can play an important and positive role in terms of organizational restructuring. 
These human resource professionals need to have all necessary skills required in 
order to successfully manage projects such as restructuring. They also need to be 
efficient in dealing with employee-issues and interpersonal relationship issues 
between employees, in order to ensure that these issues can be resolved or can in fact 
help in the restructuring process of the organization as a whole (Currie & Procter, 
2005). They also need to ensure that a strong communication is maintained with 




of restructuring as a whole (Ban & Gossett, 2010). In other words, HR managers, HR 
staff and line managers need to be capable and efficient in managing both aspects of 
change in organizational design; namely, the project of restructuring as a whole, as 
well as managing the people or employees involved in the successful implementation 
of the project/restructuring. The aspects of managing both the process of 
restructuring as well as ensuring that the people or employees involved in the process 
give their full potential in ensuring that change is implemented in an orderly, as well 
as efficient fashion, is a very complex and demanding task (Bruner, 2004). This task 
can only be achieved if the HR professionals and managers have efficient leadership 
skills, which can ensure proper execution of the project as well as efficient 
management of the people involved in it (Currie & Procter, 2005).  
The middle management essentially acts as the bridge between the top-level 
executives and the employee workforce as a whole (Smith, 2002). One of the most 
important aspects in this case which needs to be understood is that the overall role of 
the middle managers extends much farther than that. This is one of the most 
important parts of this particular study. In previous years when organizations were 
run in a technologically archaic way, organizations looked at the middle management 
as a mere tool to connect the employee workforce with the executive management so 
that the inherent messages regarding ways of working, procedures, and other aspects 
were passed down from the top-level executives to the employee workforce as a 
whole. This meant that previously, organizations basically looked at the prospect of 
ensuring that a communication bridge was formed between the top-level 
management and the employee workforce, so that relevant information was 
channeled between the different levels within the organization as a whole (Floyd & 




understanding the intrinsic ways in which restructuring processes were carried out 
and implemented by channelizing important information between the levels within 
the organization in order to ensure a larger degree of connectivity and understanding 
between the two segments which formed the entirety of the organization.  
On the other hand, as times have changed, the role of middle managers has 
gained much more recognition as an important position with greater importance than 
was earlier presumed. In the technologically advanced world of today, instead of 
only being a position, which acts as a bridge between the top-level executives and the 
employee workforce, middle managers now actually play a much more crucial and 
valuable role (Kuyvenhoven & Buss , 2011). For instance, middle managers are now 
involved in crucial decisions which can actually shape the entire restructuring 
process in itself, which includes taking essential and necessary decisions during the 
formulation of new and improved strategies for the process of restructuring as a 
whole, including the use of essential ways of ensuring that the new strategies can be 
implemented in such a way so as to reduce the shock to human resources as much as 
possible when the change occurs.  
The inherent importance that has been attributed to middle management as a 
whole is due to an increase in the overall engagement of this particular section of the 
organization with the other “limbs” or sections of the organization as a whole 
(Beckhard, 2007). The intricate ways in which middle management is woven into a 
relationship with the employee workforce as a whole has a huge impact on the ways 
in which it can influence and shape the direction in which human resources can move 
forward and contribute (Mayer, Smith, & Whittington, 2004). Moreover, middle 
management is also intricately related to the executive management of an 




connect with the employee workforce as well as the modern means by which the 
middle management actually helps the executive management to come up with 
suitable policies and structural aspects of novelty and preparedness. This can be 
inherently understood as a means by which the middle management has its roots 
embedded in both the executive as well as the employee workforce section of the 
organization as a whole (Wooldridge, Schmid, & Floyd, 2008).   
The deeper involvement of middle management in the formulation as well as the 
implementation of new and improved strategies in an organization is due to the fact 
that these managers have a more intimate connection with the employee workforce 
as a whole. For instance, the inherent importance that comes with understanding the 
employee workforce is the fact that the middle managers can have a deep 
comprehension of the intricate ways through which the employees view their job 
roles, including the various ways in which they conduct their duties, their strengths, 
their weaknesses, and their innate aspirations, as well as their needs (Conner & 
Ulrich, 1996). By having a thorough understanding of these, middle managers can 
actually help the executive management by formulating policies and strategies which 
are directly in alignment with the requirements and aspirations as well as the 
strengths of the employee workforce as a whole.  
Moreover, middle managers can also assist the executive management by giving 
them advice on what aspects they have to take care of and understand more 
intricately before the processes are actually implemented, owing to the inherent ways 
in which employees may react to the implementation of these. Hence, middle 
management essentially helps keep a check on the executive management during the 




ensuring that the strengths as well as the weaknesses of the employee workforce is 
kept in consideration while doing so (Darkow, 2014).  
Another important aspect that has been a part of the new-age role adopted by/ 
attributed to middle management, is the fact that they actually provide training 
modules for the employee workforce in order to get them updated with the workings 
and intricacies of the change, so as to prepare them in a suitable way to face the 
sudden wave of novelty that is bound to occur with the introduction of the newly 
restructured policies and strategies as a whole (Huy, 2002). Hence, by knowing the 
innate ways in which the employees would probably react to the incoming change, 
the middle management can take effective measures to make sure that the degree of 
preparedness amongst the employees is high so that they are empowered to a large 
degree to face the change and adapt to it in a smooth and productive way (Huy, 
2002).  
On an overall wide-scale perspective, there are various ways in which human 
resources managers and middle management in general can actually influence and 
even help in the betterment of the restructuring process as a whole. One of the most 
important assets that middle management has when it comes to helping with 
restructuring is the fact that they can provide previously unknown and even un-
thought-of options to seemingly disruptive problems that may arise due to the 
implementation of the restructuring process as a whole. For instance, the middle 
management can offer better and often more lucrative options for the development of 
the employee workforce rather than opting for more riskier options such as 
downsizing and disengagement of employee groups for the sake of better and more 
efficient implementation of the restructuring process itself (Floyd & Wooldridge, 




the sake of restructuring as a whole, the middle management can assess the various 
technical as well as personal facets regarding the employee workforce as a whole and 
suggest aspects such as reduction in pay, reduction in overall investment in non-
personnel expenses, temporary shutdowns, forced vacations, sharing of duties and 
responsibilities, and so on, so as to ensure a higher degree of mutual understanding 
when dealing with employees and human resources in general. 
If on the other hand, downsizing is the only option which seems the most 
feasible, the middle management can provide large amounts of invaluable advice and 
assistance to the executive management in order to triangulate and articulate a 
feasible and understandable explanation for the same. By providing a legitimate 
reason for the downsizing of a particular section of the workforce, the middle 
managers can efficiently manage any kind of discrepancies and uncertainties which 
may arise amongst the employee workforce or the executive management itself when 
it comes to opting for reduction in force/downsizing as the only viable direction for 
the organization to move forward (Huy, 2002). One of the most important aspects in 
this case is to provide the individuals in the organization with a legitimate business 
reason that could help them understand the basis for the downsizing as a whole, in 
order to avoid any internal conflicts or inter-personal discrepancies (Schmitt, 
Borzillo,  & Probst, 2011). Moreover, the middle management can effectively ensure 
that both the executive management as well as the employee workforce is on the 
same page when it comes to understanding the inherent business reasons behind the 
concept of downsizing for the purpose of restructuring. The most important aspect to 
avoid in this case would be to possess varying and often clashing perspectives on the 




clashes and may even escalate to employee riots and boycotting of the newly 
integrated systems in the organization to a large extent. 
Middle management has a huge role to play in selecting as well as building up 
leaders from amongst the employees, individuals who will be selected to lead the 
operations in order to ensure that the transition and the upcoming opportunities 
warranted by the same are met in an efficient and productive way (Beck & Plowman, 
2009). This involves the need for the middle management to understand and assess 
the skills and expertise of the employees in order to single out potential leaders. 
Moreover, the middle management also has to ensure that the individuals who have 
been selected are also given the right training so that they can efficiently ensure that 
the responsibility that they have taken up is fulfilled to a great extent and that the 
overall assessment of the duty is also done in an organized fashion (Hoon, 2007). 
Hence, the duty of the middle management does not stop at the very step of 
formulation and implementation of the change procedures in a restructuring process, 
they also have to ensure that the change as well as the inherent degree of productivity 
and opportunity brought about by the change is maintained to a large extent 
(Pendlebury, Grouard, & Meston, 1998). In order to ensure this, the middle 
management has to carve out its own strategy whereby they can empower certain 
individuals to lead the journey to reap all the benefits and major possibilities that are 
open and viable due to the implementation of the change as a whole. 
Middle management has a very large role to play when it comes to understanding 
the employees, their needs and the inherent ways in which they can be motivated in 
order to face the change in a diligent and productive manner. They also have to 
ensure that the change is met with enough resilience so that the objectives of the 




to do this, the middle management has to be intimately connected with the employee 
workforce as a whole, so that the managers know how to deal with the negative 
perspectives and outlooks that may arise due to the change amidst the employees 
themselves, which in turn need to be tackled in an efficient way so that the employee 
workforce feels comfortable about facing and utilizing the opportunities presented 
due to the change (Conway & Monks, 2010). The middle management also has the 
inherent responsibility of ensuring that the employees are motivated enough so that 
their morale is high even in the most dire circumstances so that they are prepared 
enough for the upcoming change. The middle management is also responsible for the 
creation of a wholesome vision, which can be used to cohesively merge the 
perspectives created by the employee workforce as well as the executive 
management in order to ensure that the overall degree of consistency and zeal of the 
organization is maintained even at a micro level of engagement. 
The essential aspect which the middle management needs to take special care of  
is that they have the responsibility of rebuilding an entire organization with the view 
of making the employees efficient and prepared enough to ensure that they are ready 
to a considerable degree in order to align themselves with the intricacies of the 
change and move forward with the inherent objectives of the organization in mind 
(Tearle, 2016). Moreover, the middle management also has the task of rebuilding the 
trust in an organization by ensuring that the overall maintenance of consistency and 
moral is ensured amongst the members in a wholesome way so that they do not feel 
the burden of having to accustom themselves to large scale changes in even the 
micro-scale aspects of the organization as a whole (Hrebiniak, 2008).  
Another important yet often overlooked responsibility that middle managers have 




that they have to keep a constant check on the inherent ways in which they can make 
the most use out of their business environment and thereby increase the degree of 
complexity in terms of the interrelation between the external and internal 
environments of the organization such that the inherent benefits that can be reaped 
from the entire process are maximized to a geometric scale (Floyd & Wooldridge, 
1994). While dabbling in increasing the complexity of operations as well as the 
inherent feedback loop that exists within organizations, it becomes necessary to 
understand that there has to be a simplistic approach to the inherent ways in which 
the jobs at the micro-level are designed, so as to avoid the aspect of getting 
overwhelmed at all possible costs. 
1.4 Purpose of the Study/Statement of the Problem 
In order to deliver upon the vision of His Highness Sheikh Khalifa bin Zayed Al 
Nahyan, President of the UAE, Ruler of Abu Dhabi for the continued fulfillment of 
the grand design envisaged by the late Sheikh Zayed bin Sultan Al Nahyan and the 
ongoing evolution of Abu Dhabi as a global capital city, the government of Abu 
Dhabi Emirate has developed a long-term comprehensive plan to guide future growth 
of the emirate. This Urban Structure Framework Plan provides a vision for use by all 
Abu Dhabi emirate government entities with an interest in the future development of 
Abu Dhabi. This Urban Structure Framework Plan is targeted to the year 2030 and an 
expected population of over 3 million people. It is conceived so that it can continue 
to grow in a compatible way to 5 million people or even more. It is not 
geographically contained by existing administrative boundaries but, instead, 
encompasses the whole urban region of the city of Abu Dhabi out to the natural 




(ecouncil.ae, 2016).   
Therefore, all Abu Dhabi government and semi-government entities need to align 
their strategic planning with Abu Dhabi government plans in order to play their role 
in achieving the government strategic goals. This has forced many of these entities to 
implement changes on how they are structured aiming to have the right framework 
and skills to enable them to achieve the new long-term goals set by the government. 
As a result, organizational restructuring has become a common practice with Abu 
Dhabi government and semi-government entities.  
As stated by Hammer and Champy (2009), the average success rate of major 
organizational restructuring and organizational change is around 30% worldwide. 
This clearly highlights the importance to properly manage the organizational 
restructuring projects within any organization. Due tot the criticality of the stage that 
the government and semi-government organizations in Abu Dhabi Emirate are going 
through as a result of development of Abu Dhabi 2030 plan, this research will only 
focus on these two sectors and it will exclude studying the private sector.  This study 
is focusing on three important stakeholders of any organizational restructuring. 
Firstly, the HR department is the focal point and the facilitator of such change. As 
per Ban and Gossett (2010), it is the job of HR managers to ensure that the 
restructuring of the organizational design is facilitated in an efficient and proper way. 
Secondly, the line managers are important stakeholders as they represent the 
communication link between the management and the employees. According to 
Floyd and Wooldridge (1994), it is the duty of middle managers to coordinate the 
inner workings and operations of the employees on a daily basis and to ensure 
strategy implementation, including organizational changes. And finally, the 




organizational restructuring, as they are the actual implementers of any change. 
According to Bateh, Castaneda, and Farah (2013), one of the main reasons why most 
organizational restructuring procedures fail to be properly implemented is due to the 
inherent resistance that the employees exhibit towards that particular change in 
policies, strategies, or principles of the corporation they work for. 
Therefore, the purpose of this study is to understand how the process of 
organizational restructuring is inherently affected by the ever-changing perspectives 
on the innate role that the HR department plays in the restructuring process. 
However, the study also looks at a hidden problem amidst all the information that has 
been mentioned above, which can be summarized in the followed research problem: 
How intimately is the process of organizational restructuring related to the role of 
human resources in an organization? Can the way in which the role of human 
resources in an organization is perceived affect the process of organizational 
restructuring? 
The research was conducted by gathering data from secondary sources, which 
included journals and other online sources, which have looked into the topic under 
study in order to create a theoretical framework on which the basis of the study was 
created. Moreover, primary research is included in the study as well, wherein the 
responses from line managers, HR staff, and employees in organizations that have 
recently undergone restructuring processes was collected through survey 
questionnaires in order to gather enough on-field or experience-based data as to the 
overall practical aspects of how important the role of the HR department is in the 
entire process of restructuring as a whole. 
The data from the survey questionnaires is used in order to understand the trends 




restructuring can be seen in light of the ever-changing and evolving perspectives 
towards the role of the human resources in the event of organizational restructuring.  
In summary, the study identifies the main reasons that lead organizations to 
restructure, the role of the HR department in the organizational restructuring process, 
and the perception of line managers, the HR manager and staff, and the employees of 
the organization of the HR department’s role in organizational restructuring.  
1.5 Objectives of the Research 
The overall objective or the inherent aim that is being heralded in this study 
involves moving towards a clear and precise understanding of the Human Resources 
Department in an organization, including the inherent ways in which it affects the 
working of the organization. The essence of the study is to understand how the 
human resources in the organization are directly, as well as indirectly, affected by the 
other levels of working and management within an organization, especially during a 
restructuring process. This includes the inherent perceptions that the HR employees, 
line managers and employees in an organization have towards the human resources 
department during the organizational restructuring. The research objectives in this 
particular would be:  
1) To specify the main drivers leading organizations to undertake organizational 
restructuring.  
2) To determine the role of the HR department in the process of organizational 
restructuring.  
3) To examine the perception that line managers, HRD, and employees have towards HR 




The restructuring process itself will be analyzed in order to understand how the 
inherent perceptions and the relationships shared between the HR department and the 
other levels of the organization affect such a large scale undertaking.  
1.6 Research Questions 
Based on the stated research problem and the review of the literature, the following 
research questions were formulated:  
1) What are the main drivers for organizational restructuring?  
This question looks into the inherent aspects of why organizational 
restructuring is conducted within an organization, including the various ways 
in which the process is molded in order to make a substantial change within 
the organization while maintaining a consistency in terms of change 
management.  
2) What is the role of the HR department in organizational restructuring?  
This question looks into the inherent ways in which the process of 
organizational restructuring is affected by the ways in which the human 
resources department in the organization functions and adapts itself to the 
change as a whole.  
3)   What are the perceptions of HR department, line managers, and employees toward HR 
department’s role in organizational restructuring? 
This question looks into how the perceptions that the various managers as 
well as the different levels of the organization have on the role of human 
resources. This aspect is investigated in order to understand the importance of 
how the perceptual understanding of the role of human resources can 




1.7 Significance of the Study 
One of the biggest practical points of significance that can be warranted 
through this particular study is the inherent importance of the role that is embodied 
by the human resources of an organization, especially taking the process of 
organizational restructuring into consideration. The very essence of the role of 
human resources can be exemplified to quite an extent by using the process of 
organizational restructuring as an instance to study the extent of the impact that they 
can have on the organization as a whole (Ban & Gossett, 2010). This can allow a 
large degree of scope for growth, development and improvement in the process 
within the field of study. Moreover, by exemplifying the importance of human 
resources in the process of restructuring as a whole, the overall degree of 
involvement of the employees of the organizations themselves in the process of 
restructuring can be enhanced and understood to quite an extent. This can help 
organizations to a large degree by enhancing their ability to deal with and make the 
most out of human resource management and its inherent role in the overall process 
of organizational restructuring, which enables a considerable degree of enhancement 
when it comes to the process of restructuring itself (Vakola, & Nikolaou, 2005).  
By ensuring that the human resources can be an integral part of the 
formulation as well as the implementation of the restructuring methods as well as the 
strategies that are born out of the restructuring process itself, the efficiency with 
which the process is conducted can be enhanced. Another important aspect to learn 
from this practice is the way in which the relationships between the different levels 
of the organization can be understood and harnessed in order to ensure that a greater 
degree of mutual growth and development can be ensured. For instance, the degree 




employee workforce can be used as an efficient indicator of the innate efficiency 
with which the newly structured and organized strategies can be implemented after 
the restructuring process itself (Hammer & Champy, 2009). Depending on the innate 
ways in which the human resources department is familiar with the needs and 
aspirations of the employee workforce itself, the degree of involvement of the 
managers as well as the other employees in the task of formulating the restructuring 
policies can be determined, which is usually bound to make a huge difference from 
the practice of having only the top management in control of the formulation of 
strategies. This is especially true and noticeable when the top or executive 
management of the organization does not have an impactful or intricate 
understanding shared with the employee workforce as is present between the middle 
management and the employees themselves.   
The results of the study can also find use in terms of eradicating various types 
of errors in communication that exist in most organizations. This can be done by an 
increased involvement of the middle managers in the designing process of the 
strategies. This helps in further establishing a stronger communication link between 
senior executives and the middle managers, so that there are no problems in 
interpretations of the strategic designs, which are developed in the upper levels of the 
organization. This further reduces any chance of miscommunication between the 
middle managers and the operational workforce, which in turn results in proper and 
efficient implementation of strategic reforms and policies. This is an important 
aspect in improving the overall productivity and efficiency of the organization, 




1.8 Research Structure 
This study is divided into a number of chapters as follows:  
Chapter 1: Introduction 
This chapter discusses the overall outline of the dissertation. It is categorized 
into sections, which include an overview of the study, study context, research 
purpose, objectives, research questions and significance of the study.  
Chapter 2: Literature Review and Hypotheses Development 
This chapter discusses the relevant existing knowledge from journal articles, 
previous research papers and scholarly references with a major critique focus on 
theoretical and methodological concepts of organizational restructuring including its 
definitions, importance, relevant theories, and variables. It also includes a detailed 
background of the field of the study in addition to the research framework and 
hypotheses.  
Chapter 3: Research Design and Methodology  
This chapter addresses the operationalization and scale measures, research 
methodology process, research strategies, research design, and methods. In addition 
it presents the study’s chosen methodology, research design, data collection, sample, 
and fieldwork stages. 
Chapter 4: Descriptive Statistics, Reliability and Validity Analysis 
This chapter presents the preliminary research findings. Firstly, the 
descriptive analysis of the data gives some qualitative insights to analyze, discuss 
and investigate the data collected in terms of quality and contribution to the 
objectives of the research. Secondly, it concentrates on the purification and 
calculation processes of the measuring tools and the analysis of the reliability and the 




Chapter 5: Results and Findings 
This chapter describes the second phase of the data analysis. It includes 
detailed quantitative analysis. The results are structured in three parts; 1) 
organizational restructuring drivers, 2) the role of the HR department in the process 
of organizational restructuring and 3) the perception that the line managers, HRD 
staff, and organization employees have towards the HRD’s role during organizational 
restructuring. 
Chapter 6: Discussion, Conclusion, Recommendations and Limitations 
This chapter highlights the key research findings resulting from the analysis, 
stating interpretations and opinions, and discussing the research answers to the 
preliminary questions in light of the hypothesis expectations as well as the topic 
previous literature and existing knowledge. Moreover, it presents an overview 
concluding the dissertation with the contribution of the study, highlighting its 
practical and theoretical implications. It also draws attention to the study’s 




Chapter 2: Literature Review and Hypotheses Development 
2.1 Defining Organizational Restructuring 
According to Whittington et al. (2006) and Whittington et al. (2004), the 
process of restructuring is an integral and common aspect that has been integrated 
into the growth and development of numerous organizations, all around the globe. 
The restructuring of an organization hence entails change. This change can be in 
terms of working policies or other aspects of organizational efficiency.  
Corporate and organizational restructuring has evolved to mean loads of 
things in the modern age of organizational fervor and advancement. One of the most 
accepted and widely used attributes to the process of restructuring of an organization 
is the aspect of “downsizing.” According to Coucke, Pennings, and Sleuwaegen 
(2007), the overall process of organizational restructuring has been associated with 
the process of downsizing, especially by the business press and other forms of media. 
The association of organizational restructuring with the aspect of downsizing in an 
organization is often seen as a dramatic point of view and is hence, usually thrown 
around by the business press on various occasions. Nevertheless, organizational 
restructuring has also been associated with various others aspects related to the 
betterment as well as the adaptability of a particular organization. According to 
Ravenscraft and Scherer (2004), Johnson (2009) and Bowman and Singh (2007), 
corporate or organizational restructuring is directly aimed at various aspects related 
to spinning off of assets, divesting as well as ensuring or encapsulating an exit from 
previously existing business lines. One of the most important parts or aspects of an 
organizational restructuring practice, as pointed out by numerous scholars like Allen 




organization in concern while the process is being initiated. This can be very 
beneficial to the restructuring practice as a whole, due to the fact that consideration 
of prior restructuring practices can help in eliminating flaws and also in avoiding 
mistakes that could hamper the process of restructuring as well as the growth of the 
organization as a whole. On the other hand, several authors and scholars have also 
stressed that experience does not essentially guarantee the successful completion of 
the restructuring process. According to Amburgey and Miner (1992), and Chang and 
Rosenzweig (2001), experience is a secondary factor as compared to other aspects 
that contribute to a successful restructuring practice.  
In recent years, since the start of the modern digital age, the aspect of 
organizational restructuring has been viewed as one of the most important ways for 
establishing change in an organization (Bolman & Deal, 2013). According to Wood 
and Albanese (1998), the process of restructuring of an organization is a considerably 
broad one, but one of the most important aspects which defines this process is a 
considerably large change in the strategies, policies and working principles of the 
organization, accompanied by an evident change in the composition of the assets of 
that organization as a whole. 
Another interpretation pertaining to the use of restructuring practices in 
organizations was provided by authors such as Comment and Jarrell (1995) and 
Bergh and Lawless (1998), who stated that restructuring was a means to convert 
overly diversified polices and corporate strategies into ones which were more 
optimally suited for the corporate situation in the present-day market. Moreover, 
according to authors like Krishnaswami and Subramaniam (1999), the process of 
restructuring was also aimed at reducing the apparent asymmetry, which existed 




particular organization. Other authors, such as Chang and Singh (1999) and Capron 
et al. (2001), say the practice of organizational restructuring serves as a means to get 
rid of unwanted or excess elements with regards to asset bundles, which were 
acquired during the corporate tenure of the organization as a whole.  
Organizational restructuring is basically aimed at achieving an ample 
transformation by changing, adopting and integrating certain policies, strategies, and 
corporate principles that are more suited to deal with the immensely dynamic nature 
of the business environment as well as the internal environment of an organization. 
This can also mean changing the internal structures of the organization in order to 
accommodate a more modular structural hierarchy in the framework of the institution 
or company. 
For this research, organizational restructuring is defined as a complete or 
partial reconstruction of the organizational internal structure of an already existing 
enterprise system of a particular organization or company or any other corporate 
institution or entity, which may include revision of the overall processes and 
strategy, as well as policies. The process of restructuring includes reviewing 
departments’ responsibilities, relationships and reporting lines. It is mainly carried 
out in order to ensure that the organization or corporate entity in question is up to 
date with the ever-changing external as well as internal business environments in 
order to improve organizational effectiveness and efficiency. 
2.2 Why Organizations Restructure  
To understand the importance of theories of organizational restructuring, it is 
first necessary to understand the basic need and objectives behind the process of 




restructuring has been deciphered in numerous studies and research articles. 
According to Schilling and Steensma (2001), the process of restructuring is 
essentially undertaken in order to meet many of the strategic objectives and goals of 
an organization, such as the need to facilitate the implementation of organizational 
forms, which are flexible and dynamic in nature. The implementation of such 
organizational forms ensures that the organization as a whole can survive and thrive 
in an ever-changing and dynamic corporate or business environment. According to 
Rugman and Hodgetts (2001), another aspect that can trigger the need to facilitate 
and implement restructuring processes in an organization is the necessity for the 
integration of working policies, which have been implemented on a global scale. On 
the other hand, Balogun and Hope Hailey (2003) point to the fact that restructuring 
of an organization may also be facilitated by the mere need for the organization to 
reform its existing policies and working methods in order to facilitate maximum 
performance and efficiency, in terms of cost reduction as well as enhancing 
productivity, with respect to economic gains. 
Recent and previous literature and scholarly articles have given various 
antecedents as well as basic aspects pertaining to the need for restructuring in an 
organization. The most widely accepted and cited implication, for the purpose of the 
restructuring of an organization, include external pressure from the industry as a 
whole, which directly points to a change in strategy as well as governance. This 
viewpoint has been enumerated by various scholars and authors, such as Donaldson 
(1990), Bruner (2004) and Brauer (2006). Along the lines of this particular aspect, 
several authors have specified implications as well as reasons for the process of 
restructuring as a whole. According to Shleifer and Vishny (1991) and Kaplan and 




practices in organizations is to substantially increase the efficiency of the internal 
environment of the organization in concern. This process of increasing efficiency at 
an internal level is in direct response to the active turnover markets. According to 
other authors, such as Chatterjee et al. (2003), Johnson et al. (2002) and Hoskisson et 
al. (1994), the basic reason behind the birth of the concept of organizational 
restructuring was due to a shift from a weak to a strong governing force in the 
internal environment of organizations. This in turn led to a need for new and 
improved corporate strategies, which could only be formulated through a change in 
the organizational structure. This change in the organizational structure, which was 
aimed at refocusing the corporate strategy of the institution as a whole, could only be 
implemented through the formulation and implementation of a restructuring process. 
It has been noted on several occasions that the practice of organizational 
restructuring is generally associated with conflicts arising from within the agency. 
According to Berger and Ofek (1995) and Denis et al. (1997), situations of agency 
conflicts almost always precede the act or practice of restructuring in most 
organizations. The agency conflict can be in the form of instances such as financial 
distress, changes in the compensation plan of the management of the institution or 
organization, external pressure from shareholders, and management turnover. This 
indicates that organizational restructuring practices may be used as a means to 
resolve agency conflicts and provide solutions for the above-mentioned problems 
that may plague the organization from time to time. Other aspects which have been 
attributed to the initiation and implementation of organizational restructuring 
practices include aspects such as the correction of previously taken decisions related 
to expansion and other areas, which were considerably inefficient and did not help 




inefficient decisions and choices made by the owners of the organization for 
diversification and expansion purposes are generally made under intense external 
pressure (from stakeholders) and internal pressure (from employees). According to 
Kang and Shivdasani (1997) and Bethel and Liebeskind (2013), other factors have 
also been attributed to the undertaking of restructuring practices in organizations. 
These factors include the presence of any takeover threats from external corporate 
entities, the presence of a weak structure of governance in the organization as a 
whole, the presence of limited opportunities for investment, and the presence of 
available free cash flow. The process of restructuring can also be initiated in order to 
ensure betterment of the organizations’ internal operations. This means that even 
though external pressure, especially from shareholders and from threats of 
competitors, is an important aspect responsible for the undertaking of restructuring 
practices in organizations. Internal change is also a substantially important factor 
with regards to the amount of influence it holds in determining the decision for 
restructuring. In other words, the urge to improve the internal performance of an 
organization can also be a huge influence on the restructuring process as a whole, 
other than the external factors that contribute towards the same. 
Another important aspect that determines the need for organizational 
restructuring practices to be put in place is a change in the business or corporate 
environment of the organization as a whole. It has been seen that restructuring is an 
apt response to any changes that occur in the business environment of an 
organization. The changes in business environment entail considerable and 
substantial changes in the business climate, as well as changes in the inherent 
competition faced by the organization. Other changes in the business environment of 




include deregulations, product innovation or new corporate entrants (or products) 
into the market. The inherent tendency in managers to copy or mimic the actions of 
other managers in organizations has also been cited by Bethel and Liebeskind (2013), 
as an important environmental factor, which warrants the need for implementation of 
restructuring practices. This factor is also known as the “bandwagon” effect. On the 
other hand, according to Jensen (1993), the decision to undertake restructuring 
practices in an organization can also be based on excess capacity in that particular 
industry. Excess capacity in an industry usually indicates certain technological 
changes, or the presence of demand reduction and/or oversupply. These changes in 
the business environment of an organization also act as substantial factors for 
influencing the decision to undertake restructuring practices. 
2.3 Theories of Organizational Restructuring 
There are numerous theories and models, which exist, related to 
organizational change as a whole. These theories and models have been designed to 
understand the basic nuances of organizational change as a whole, including the 
reason for the change, how the change will occur and what the overall change will 
be. There are six basic models or theories, which have been designed to understand 
the deeper aspects of organizational change and how it has to be carried out. 
According to van de Ven and Poole (1995), the six main models for organizational 
change include the life-cycle model, the evolutionary one,  teleological, dialectical, 
along with two other models known as the cultural and social cognition models of 
organizational change. Among these, the life cycle model and the evolutionary model 
for organizational change have been described to be almost the same by some 




authors have described the life cycle model to be quite different from the 
evolutionary model, especially through the fact that both of these models stem from 
different educational frameworks or backgrounds, the life cycle model being more 
inclined towards a psychological background rather than a biological one, which is 
the case in relation to the evolutionary model. On the other hand, other authors have 
described models, which are basically related to only three categories, namely 
teleological models (organizational development, action research, problem solving), 
dialectical models (social interaction and political models), and evolutionary models 
such as adaptive models and systems theory.  
2.3.1 Evolutionary Model 
The evolutionary model consists of two basic types, which include biological 
and social evolutionary models. There have been several other models which have 
been inherently derived from this particular model, including population ecology, 
contingency and systems theory, resource dependence, punctuated equilibrium, self-
organization, strategic choice and so on. The basic underlying assumption that drives 
this particular theory is the fact that change is dependent on the environment, 
situational variables as well as the overall circumstances that are subjective to any 
particular organization or entity which has to undergo that particular change. Social 
systems, such as organizations and other corporate entities are complex systems 
which are inter-dependent as well as diversified, and do undergo change and evolve 
over time, often naturally unless the change is forced upon or required in order to 
ensure its survival. On the other hand, the evolution of an organization and the 
inherent change is independent of the people themselves, who in turn have only a 
small part to play in the process of change as a whole. The basic gist of this model is 




to manage change as it occurs. This shows an inherent inability among organizations 
and corporate entities to plan out and actually respond to change on a conscious 
basis. The basic concepts with relation to this particular model include maintenance 
of homeostasis as well as openness between the environment and the organization as 
a whole, making it more open to change (Poole & van de Ven, 2004).  
2.3.2 Teleological Model  
This model has been known by several other names, including rational model, 
scientific management, and planned change. This model also includes theories such 
as adaptive learning approaches, organizational development, and strategic planning. 
The theories involved in this particular model were subsequently merged with those 
of the evolutionary model. On the other hand, this model differs from the 
evolutionary model in the fact that this particular model runs under the assumption 
that organizations as a whole are adaptive as well as purposeful. This means that the 
prospect of change actually stems from the inherent actions and purposes of the 
leaders as well as the management of the organization as a whole. Just like the 
evolutionary model of organizational change, the overall process of change is said to 
be rational as well as linear, with the only difference in evolutionary models being 
the fact that individual managers, their contributions and their overall willingness for 
change also becomes a major part of the teleological theories of organizational 
change. According to this model, organizational change can be brought about 
through aspects such as leadership, incentives and rewards, restructuring of strategies 
and policies, stakeholder engagement and so on (Brill & Worth, 1997). The leader is 
the epicenter of any kind of change in an organization, as s/he aligns expectations, 
goals and strategic corporate objectives, sets standards and also provides rewards and 




employee motivation, engagement, modifications in policies and strategies, 
evaluation as well as implementation of goals, each aspect, which directly 
corresponds to the overall process of planning as well as implementing change at an 
organizational level.  
2.3.3 Life Cycle Theory 
The life cycle theory of organizational change is similar to the evolutionary 
change model that was discussed previously, especially in terms of assumptions, 
which are related to both these models, such as in terms of having a systems 
approach as well as being adaptable to change as a whole. On the other hand, the life 
cycle theory of organizational change differs from the evolutionary model in the 
aspect that the former considers change on an individual level as well as an 
organizational level, unlike the latter, which takes into account the change on a 
purely organizational level. This implies that the life cycle model of organizational 
change is less objective than the evolutionary model, and focuses heavily on the 
inherent importance that human beings play in a change process. This model implies 
that organizational change can only be successful if and when systematic individual 
change occurs among the human beings who are a part of the process of 
organizational change as a whole. According to this particular model of 
organizational change, the overall aspect of change is based upon human 
developmental theories, rather than any other biological theory (van de Ven & Poole, 
1995). According to this particular theory, change in an organization occurs when the 
organization grows and matures, much like a living entity, and also goes through 
stages of revival and eventually subsides into oblivion. Moreover, this model also 
asserts the fact that change is inevitable and hence, cannot be altered or stopped. This 




beings feel the need for that particular change or feel the desire for it. This change 
has to occur eventually and it all depends on the way the employees of that 
organization perceive that change and learn to accept or reject it (Bommer, Rich, & 
Rubin, 2005). 
The very basis of the life cycle model is that individuals do not decide the 
need for the change, their purpose is to adapt to the change, which has to be happen 
inevitably at some point or the other. This is where the need for management arises, 
which is considered a much more important aspect of organizational change in the 
life cycle model than in other consequent models. The management is essential for 
helping employees and the members of the organization to adapt to inevitable 
changes and helps them grow in accordance to changing standards, through aspects 
such as motivational techniques and training (Rajagopalan & Spreitzer, 1996). The 
very basis of change, as embodied by this model of organizational change, is the fact 
that the leaders and the management of an organization as a whole, is responsible for 
motivating and training the employee workforce of that organization in such a way 
that it helps them to attain adaptability with the inherent change that is happening, so 
as to ensure that they are equipped in such a way that organizational maturity can be 
attained and accepted. When the change is implemented to a large degree, the 
organizational identity becomes evident. The management and the leaders of the 
organization are then equipped with the task of making the employees of that 
organization comfortable to its new identity so that they accept it and attribute a high 
degree of personal identification with the organization as a whole. This is to ensure 
that the employees do not resist the change in identity of their organization, which 




as a whole, resulting in a subsequent decrease in the productivity and efficiency of 
that corporate entity.  
2.3.4 Dialectical Model 
The word “dialectical” implies a belief that a particular norm, ideal, value or 
pattern is always present with an exact opposite polar identity within an organization 
(Kezar, 2001). An apt example of a dialectical perspective would be to look at higher 
educational institutions, wherein the pattern or aspect of communitarianism coexists 
with its complete polar opposite, individualism. These two patterns or opposing 
forces always influence each other to a certain degree, till the interaction between 
these forces ultimately leads to an inherent and inevitable change in the institution or 
organization as a whole. This aspect of change can be looked upon with a much wide 
perspective, as exemplified by authors like Gagliardi, Czarniawska, and Sevon 
(1999), who consider organizational change and its subsequent models to be a direct 
by-product of the interaction between two major models of change, basically planned 
change and evolutionary change, which is in turn inevitable. These two types of 
umbrella models for organizational change are said to be complete polar opposites of 
each other, owing to the interaction of which the very basic models of organizational 
change have been formulated.  
An important assumption with relation to the dialectical model of 
organizational change is the aspect that not all members of an organization are 
actually involved in the overall process of organizational change as a whole. On the 
other hand, the aspect of polar opposites is emphasized, wherein a particular part of 
the employees, namely the management and the senior executives in most cases, are 
inherently involved in the implementation, formulation as well as acceptance of any 




workforce exhibits inactivity towards any particular organizational change 
(Baldridge, Curtis, Ecker, & Riley, 1997). According to this view, there are only 
certain groups of people who are inadvertently involved in the overall aspect of 
governance as a whole and are also strongly inclined towards change. It then 
becomes their job to motivate the rest of the workforce and help them in dealing with 
the change as a whole, in order to ensure that the amount of resistance to the change 
is substantially reduced. This model hence places immense value on aspects such as 
employee motivation, needs as well as intuition, which have to be considered with 
equal importance when the overall acceptance and implementation of change is 
considered as a whole (Lindquist, 1978).  
	  





2.3.5 Social Cognition Model 
This model of organizational change takes a social constructive view or a 
phenomenological view towards the overall aspect of change in an organization’s 
identity as a whole. In other words, this model encourages the aspect of cognition in 
concepts such as institutionalism and sense-making. This model differs from the 
previous theories, which were presented on organizational change as a whole, 
wherein these models take up a functionalistic view on the change as a whole. This 
functionalistic view basically entails that all the members of an organization perceive 
a similar reality with respect to the identity and inherent need for change in that case. 
This model has been closely related to the life cycle model of organizational change 
that was previously discussed. On the other hand, the social cognition model goes 
deeper into the aspects of learning, training, and development, including the inherent 
importance that each aspect holds in the implementation as well as the acceptance of 
change. The model based on social cognition looked deep into the aspects of how 
learning affects the overall degree of openness and adaptability to change among the 
members of an organization. Moreover, this model takes it a step further and 
connects the overall success of organizational change to the inherent degree of 
learning that the members of that organization are exposed to. This aspect has also 
been exemplified by looking into instances where resistance to change has shaped 
the disaster of any restructuring process as a whole. According to these studies, the 
overall success of any organizational change process is directly determined by the 
inherent knowledge that the members of that organization have towards particular 
approaches, as well as the overall learning and training that they have in terms of 
innovation and advancement in technology as well as enterprise systems inherent to 




understanding of the intricate workings of the brain can reveal how knowledge and 
learning can inadvertently be used in order to equip members of an organization to 
be more open to change and also be equipped to adapt to the changes in the strategies 
and working policies of that organization. According to these studies on the working 
of the brain, it was found that learning essentially occurs when inherent knowledge is 
used as a platform for building up and developing new belief systems, skills, and 
cognitive advancements. In the same way, pre-existing knowledge about the inherent 
operations and workings of an organization, which is inherently available to an 
employee due to his experience in working in that particular organization, can be 
used to build on new frameworks or learning about new technologies and advanced 
techniques and concepts, which are used to better equip the members to handle this 
change and be an integral part of it.  
Another aspect, which is explored by this particular model of organizational 
change, is the aspect of cognitive dissonance. This basically indicates a clash of 
conflicting information from two very different belief systems, resulting in the 
overall questioning of the inherent belief systems that a person holds dear. According 
to this model of organizational change, the aspect of cognitive dissonance is one of 
the most prominent factors that directly influence the need for change in an 
organization. This implies that change in an organization is not brought about due to 
a leader’s vision, or a dialectic/political perspective, or as a need to evolve to an 
ever-changing environment, but as a direct by-product of cognitive dissonance that 
occurs at several phases throughout the organizations’ journey towards maturity. 
This point of cognitive dissonance results in a clash of pre-determined values and 




2.3.6 Cultural Model 
The definition and inherent aspects of this model can be stripped down to the 
following aspect, which basically entails that this model is a combination of the 
inherent assumptions, which are carried by the dialectic and the social cognition 
models, which have been described above. This model essentially differs from other 
previously mentioned models of organizational change essentially due to the fact that 
these models attribute rationality and a certain degree of rigidity and limitations to 
the organization as a whole, complete with rules and norms aimed at maintaining 
order and structure in these institutions. On the other hand, the cultural model 
basically upholds the aspect of irrationality that exists in organizations, which can 
also be seen as the spirit or the unconscious part of an organization or any other 
corporate entity. This further exemplifies the aspect of fluidity and inherent 
complexity that exists in organizations as a whole. In this way, the most important 
assumption that exists in this model of organizational change is the fact that the 
overall workplace culture plays an important role in the overall process as well as the 
inherent need for change in an organization. The need for organizational change as a 
whole stems from the inadvertently changing culture that exists among the employee 
workforce of that particular organization (Markovic, 2008). 
Cultural models derive heavily from the inherent way history or restructuring 
practices as well as cultural changes in an organization play an important role in 
understanding the overall formulation and implementation of subsequent changes in 
an organization. These changes also emphasize and acknowledge the inherent 
difficulty, which exists in changing the core aspects of an organization, which further 
involves a considerable change in the overall fundamental beliefs, which the 




For this research, various aspects from theories and models such as the life 
cycle model, evolutionary model, social cognition and cultural models are taken into 
consideration. The inherent importance of the management as well as the senior 
executives in facilitating the implementation as well as the formulation of change is 
considered, as assumed by some of the models considered before. Moreover, the 
inherent importance of employees as well as the overall culture of the organization is 
also considered in terms of acceptance as well as adaptability to change in the 
strategic workings and policies of an organization. Each variable in the overall 
process of organizational change is considered, including the roles that the senior 
executives, the management, as well as the overall employee workforce plays in the 
success of the organizational restructuring process as a whole. 
2.4 Variables of Organizational Restructuring 
According to Kotter (1996), there are eight basic aspects or variables, which 
have to be considered in order to ensure that successful organizational restructuring 
and change can be facilitated. These eight factors include creating a sense of 
urgency, establishing a guided context for the change, developing a strategy or vision 
for the change as a whole, communicating and making people see the same vision, 
enabling the empowerment of employees to undertake broad-based action, enabling 
short-term achievements, producing more change through consolidation of gains, and 
enabling the birth of new approaches in the organizational culture as a whole. In 
accordance with the author, all these variables play an important part in the whole 
restructuring process of an organization, usually going through each of the eight 
factors in a subsequent fashion, sometimes existing in the realm of two or more 




Each of these eight factors or variables have immense effects on the success 
of any organizational restructuring process as a whole. Other than these factors, 
authors like Pendlebury, Grouard, and Meston (1998) include factors and aspects like 
training, coaching, handing emotional dissent among employees, increasing 
participation among them, and handling of power issues as important factors which 
directly contribute to the overall success of any organizational restructuring process. 
Another important factor, which is stressed by these authors is the inherent 
importance of active communication among the various levels of the organization in 
order to ensure that the process of restructuring can be thoroughly completed with 
complete dedication and utmost efficiency. 
In light of this, the following can be summarized as various advantages as 
well as disadvantages that accompany the process of organizational restructuring: 
Advantages of organizational restructuring: 
1) The process of restructuring can inherently increase the degree of stakeholder 
value in the organization as a whole (universalteacherpublications.com, 2016). 
2) It provides the stakeholders of the organization a wider scope than before to 
invest in new and improved areas as well as processes within the organization 
itself (Coates, Guinery, & MacCarthy, 2005). 
3) It prepares the company or organization to adapt itself for a better and more 
improved business environment where it can flourish with its increased 
efficiency (Balogun & Hope Hailey, 2003). 
4) It can help organizations in expanding into unexplored territories of internal 
workings as well as external markets through its increase in overall efficiency 
and productivity (Balogun & Johnson, 2004). 




to be put in place, through which the managers can efficiently help employees 
better adapt to the working of the organization (Nayab, 2012).  
6) Restructuring gives the chance for new technologies to be integrated into the 
infrastructural framework of the organization. This can substantially improve the 
productivity as well as the efficiency (Nayab, 2012). 
7) Restructuring can also provide organizations with the chance to create whole new 
monetary channels through which venture capitalists and other investors can 
pitch in for the organization in a financial way (Nayab, 2012). 
Disadvantages of organizational restructuring: 
1) One of the biggest disadvantages when it comes to organizational restructuring is 
the fact the employees of the organization may panic due to the looming changes 
that they may be required to adapt to, fearing for their job security (Dent & 
Goldberg, 1999). 
2) The way in which your investors may look at the opportunity of restructuring 
could invariably be a disadvantage to your organization. For instance, if the 
investors are of the opinion that the amount of cost for the restructuring process 
would be too large, you are left with a dilemma on your hands (Balogun, 2003). 
3) There can be considerable losses when it comes to restructuring as a whole, 
owing to the fact that the looming idea of downsizing for better efficiency during 
the process can cause immense losses for the organization as a whole. For 
instance, when a particular section of the workforce is downsized, a pool of 
resources, skills, experience, and expertise is also lost (Buch, 1992).  
4) The amount of uncertainty associated with restructuring may in turn cause large 
scale shifts in the overall public image of the company as a whole, owing to 




huge chunk of their consumer base or their market value itself (Bolman & Deal, 
2013).  
5) The amount of resistance from existing employees could also be large owing to 
the fact that they may dislike their new roles and consider aspects such as delay 
in implementation in order to force a change in the inherent workflow itself so 
that a return to the old and more familiar ways of working can be achieved by 
non-compliance (Cane, 2007). 
Owing to the large degree of advantageous as well as disadvantageous realms of 
questioning and understanding that comes along with restructuring, there have to be 
some important measures in place in order to ensure that the transition, as well as the 
inherent consequences of the same, are maintained at a considerably stable level. 
This is where the middle management comes into play as they work with human 
resources and the executive management in order to form a bridge of understanding 
and efficiency on which the organization can cross over to the other side of 
restructuring and see the transformation unfold in a beautiful way. Before we 
understand the role of middle management in the process, we need to look at how 
human resources comes into play. 
2.5 Human Resources 
Human Resources, plainly speaking, involve all the people in the organization as 
a whole. This includes the employee workforce in general as well as the executive 
management of the organization as a whole (Baker, 2008). This means that the 
individuals responsible for the management of Human Resources in an organization 
need to understand the intricacies of dealing with the expectations of the executive 




whole (Boyatzis, 2008). So, how do Human Resources fit into the picture when we 
are talking about the process of organizational restructuring? Here are the various 
ways by which Human Resources can be correlated with the aspect of restructuring, 
including the inherent importance that they play in ensuring the smooth transition as 
well as the maintenance of change and flow in the organizational environment, both 
internal as well as external.   
The very basis of restructuring depends on the way in which the employees and 
executive management looks at change as a concept as well as a practice or process. 
The choices, which determine the changes in policies and strategies are completely 
dependent on the innate human resources of the company. For instance, human 
resources affect every single step of the restructuring process, from formulation to 
implementation (Balogun, 2003). The basic of this fact is that the strategy 
formulation as well as the measures for restructuring, including the very intention 
behind the initiation of the process itself is dependent on the overall competence of 
the workforce as a whole, including the consideration of the strengths as well as the 
weaknesses of the workforce, by which the process can be aligned accordingly to 
best suit the organization itself. 
The restructuring process is only initiated after a thorough analysis of the skills, 
experience, and education as well as the turnover of the employees in the 
organization. These are very important in order to understand the inherent readiness 
and preparedness that individuals within the organization’s framework have when a 
large-scale change is initiated. Moreover, the strategies that are responsible for 
carrying the changes forward and implementing them within the framework of the 
organization are subsequently structured in order to either compliment or amplify the 




chances that the organization is ensuring perfect and smooth transitions through their 
restructuring policies (Balogun, 2003). By structuring policies according to the 
needs, aspirations, and strengths of the employee workforce, the organization can 
ensure that the degree or probability of successful implementation of restructuring 
measures and processes can be increased to a great extent.  
Another important aspect to consider when dealing with Human Resources is that 
the inherent job designs and designations of the employees may change according to 
the requirements of the newly installed structural framework. In this case, it becomes 
important that employees are segregated on the basis of their level of experience as 
well as their urge to learn new job responsibilities, which can help their transition 
into new job roles and positions (Balogun, 2003). Moreover, the inherent amount of 
importance that can be attributed to the aspect of ensuring a considerable degree of 
smoothness in the transition is the fact that the overall element of familiarity as well 
as novelty is balanced in a very subtle way by taking the profiles and expectations as 
well as the attitudes of the employees into consideration. 
The human resources of an organization cannot be treated like mere commodities 
owing to the inherent importance that they possess in the transition as well as 
restructuring procedures within the organization. On the other hand, there is an 
intense need to ensure that capable and applicable employees are recognized from 
those who cannot handle the transition due to fear or any other personal discrepancy. 
On the other hand, the inherent importance of the human resources of an 
organization means that the overall involvement of employees has to be tailored 
according to needs and the overall direction of the organization itself in order to 
ensure that the degree of downsizing or compromise on the inherent number as well 




Lawler, 1999). For instance, the employees have to be trained according to the needs 
of the new job responsibilities and hence, training modules have to be created on the 
basis of the inherent degree of involvement as well as sophistication that the human 
resources of the company are expected to inherit once the change occurs (Balogun & 
Johnson, 2004). This also involves ensuring that the overall degree of reengagement 
of employees is maintained at a high level so that the overall level of stability in 
terms of the employee workforce in general is maintained even through the 
transition. 
As seen through this particular analysis, the human resources of an 
organization have a huge role to play when it comes to ensuring that the overall 
process of restructuring occurs smoothly. The next aspect to highlight is the inherent 
dilemma of who ensures that the human resources of an organization are prepared for 
the transition.  
Another important aspect that is highlighted in this study is the important role 
that Human Resources departments play in the proper implementation and 
facilitation of organizational restructuring. Some of the important areas where 
Human Resources play an important part, in terms of the restructuring of an 
organization, include implementation as well as designing the changes that are 
supposed to be made to the design of an organization in order to ensure maximum 
efficiency and productivity (Conner & Ulrich, 1996). Other than that, the Human 
Resources department also plays an important role in developing the skills and 
enhancing the capabilities of the workforce of an organization in order to ensure that 
the restructuring of the same is successfully implemented and facilitated (Mabey & 
Thompson, 2012). One of the most important and essential points that are outlined in 




element in determining efficient restructuring of the organization. These issues are 
essentially important in determining whether a restructuring process will be 
successfully implemented or not. Moreover, these interpersonal issues and other 
employee relationships are essentially maintained and influenced by the Human 
Resources department, further strengthening the role that this department plays in 
ensuring proper restructuring of the organization as a whole. 
2.6 Role of HR in Organizational Restructuring 
Numerous authors have made an effort to define the role of Human 
Resources as a whole. According to Mantere  (1997), this role can be viewed as 
being a sort of “link” between the senior executives and the operational employees of 
the institution or organization. In other words, it is the duty of the middle 
management to coordinate the inner workings and operations of the employees on a 
daily basis, while further implementing strategic policies which have been designed 
by the top executives and senior managers of the organization. The major role of the 
middle management including HR managers is related to strategy implementation in 
an organizational restructuring process. According to Kuyvenhoven and Buss (2011), 
the most difficult aspect in terms of organizational restructuring is not related to 
defining the strategy or its creation in any way. Instead, the most difficult aspect of 
the restructuring process is the execution and subsequent implementation of the 
strategy in the organization as a whole. There have been several studies, like those of 
Pare, Tremblay, and Montreal (2008) and Balogun and Johnson (2004), which 
explore the influence and importance of HR as a whole, in both an upward (role and 
importance with relation to senior executives and managers) and downward (role and 




other hand, studies like those of Currie (1999) and the research conducted by Floyd 
and Lane, (2000) exemplify the fact that the essential duties of the Human Resources 
department involves a combination of both upward and downward dispositions, 
meaning that these middle managers act as a link between the senior executives of an 
organization and the employees in it. Thus, the role of HR extends both ways, 
essentially making their job a combination of strategy execution and implementation.  
A change in the overall design of the organization warrants an effort by the 
Human Resource department. In other words, the HR department is responsible for 
facilitating this change in overall design as well as ensuring that the employees are 
efficiently equipped and trained in order to facilitate and/or handle this immense 
change. Moreover, it is the job of the HR managers to ensure that the restructuring of 
the organizational design is facilitated in an efficient and proper way, at the same 
time, ensuring that employee and personnel issues are also taken care of, so as to 
cement the implementation of a new and improved design for the working of the 
organization as a whole (Ban & Gossett, 2010). 
According to Stone (2005), the HR department of an organization can be 
considered as the effective agents of change. This is due to the fact that they are 
largely responsible for the implementation of a new organizational design as well as 
the facilitation of the process of restructuring as a whole. The facilitation of change, 
which is introduced by HR managers, is essentially ensured by the introduction of 
procedures and policies which mold and adapt the organization in accordance to the 
ever-changing characters of the corporate or business environment, introduction of 
new and improved working practices in the organization, and introduction of 
efficient cultural policies which ensure that the organization can be molded into a 




business environment as a whole, making it much more efficient in terms of handling 
competition and other setbacks. The basic blueprints associated with the restructuring 
of an organization are designed by the executive heads or senior managers of a 
company or organization. This does not rule out the importance of middle managers 
and executives, such as line managers and HR managers, and their important role as 
agents of change. This means that even though the blueprint of organizational change 
or restructuring is in the hands of the senior executives, the overall implementation 
and facilitation of the change that is dictated by the blueprint is the sole 
responsibility of these HR managers. In other words, according to Luscher and Lewis 
(2008), although executives of an organization are responsible for the designing of 
the whole process of the restructuring of an organization, it is the essential role of 
HR managers to facilitate the operationalization of the design and other initiatives 
designed by senior executives, in order to facilitate change in the organization. 
According to Balogun and Johnson (2004), it is the job of the middle management to 
ensure that they align their respective units or workforces, in order to efficiently 
operationalize the initiatives related to restructuring of the organization as a whole, 
which were designed and thought up by the executive authorities of the organization. 
According to Porras and Robertson (1992), the design or blueprint that is prepared by 
the senior managers and executives in an organization only enumerates 
reorganization of personnel and organizational practices on paper or a structural 
chart. It is the job of the line managers and HR managers to practically implement 
this blueprint by aligning individuals and groups in accordance to the initiatives that 
have been designed by the senior executives. In other words, middle managers and 




been planned and penned out on paper by the senior executives of the organization, 
into a full-fledged reality. 
Irrespective of the important role that they play, the full essential aspects of 
work associated with the middle managerial segment, which basically entails the HR 
department as a whole, is not realized. This aspect is especially highlighted by 
Balogun (2003), who further points out that the immense amount of importance and 
focus that is directed onto senior executives and other authoritative figures in an 
organization, during the process of restructuring as a whole, gives fuel to the fact that 
the immense importance of the middle managerial section is often overlooked and 
considered feeble in comparison to those of the senior executives. This in turn 
exemplifies the fact that there has to be a realization among businesses and 
organizations about the roles, responsibilities, and the inherent importance that is 
associated with HR managers during a restructuring process. The middle managerial 
section has an especially important as well as difficult task, as they have to 
comprehend and understand a design which they had no involvement in. This means 
that they have to negotiate the details of the restructuring process and an 
organizational design, establish its various aspects, and work towards its proper 
implementation, without having any role in its formulation or creation. Furthermore, 
in order for this design to be realized, the HR managers have to successfully 
communicate its restructuring to different units of individuals, who themselves are 
completely oblivious to details of its creation and formulation (Khan, 2011). This can 
be seen as immensely complex and difficult, which at the same time is also one of 
the most important tasks to be undertaken in any organization. This study hence 




HR managers, instead of providing the age-old view by looking at the restructuring 
process through the eyes of senior managers and executives. 
Studies, such as those conducted by Gioia and Chittipeddi (1991), point out 
that there is a noticeable difference in the perceptions shared by top executives and 
managers of an organization in contrast to the perceptions of the middle managers of 
that organization. In relation to this study, perception of top executives and managers 
of an organization was to understand and comprehend the effects of the external 
business environment on the organization as a whole, and in turn, formulate policy 
changes and related initiatives in order to ensure that there would be a change in the 
organizational design in such a way that it could cohesively respond to the dynamics 
of the external business environment. In accordance with this aspect, McKinley and 
Scherer (2000), point out that the formulation of such initiatives and blueprints for 
organizational change and restructuring of the inherent corporate structure provides 
the top executives with a sense of order by exemplifying the executives’ 
understanding of the organizational design as a whole. On the other hand, the middle 
managers may perceive these initiatives in a completely different way, making the 
translation from design to execution and implementation a difficult task. This may 
result from the middle managers’ apparent lack of understanding of the exact 
mandates that have been prescribed by the top executives and senior managers in 
their blueprints for organizational change and restructuring (Bramson, 2000).  
2.7 Perception of HR and Middle Management Roles 
There are three basic perceptions that line managers and HR managers have 
towards the role of the middle managerial element as a whole. The first of these 




perspective of middle managers as mere implementers or “tools” required for the 
implementation of strategies and policies, which are completely designed and 
formulated by the senior executives and managers of the company or organization, in 
order to facilitate its efficient restructuring. This viewpoint presented by the author is 
more or less in tandem with the traditional viewpoint that is shared in relation to the 
role of the Human Resources element of an organization as a whole. In accordance 
with this view, authors such as Likert (1961), who share the traditional viewpoint 
towards middle management and its roles, have stated that middle managers 
essentially act as “linking pins” between the upper levels of the organization, namely 
the senior executives and managers, and the lower or junior levels of the 
organization, basically consisting of the general workforce of employees and 
personnel, who are at the disposal of the middle managers. Hrebiniak (2008), further 
accentuated the fact that middle managers act as a communication link between the 
employee workforce and the senior executives of the organization, the main role of 
whom is to communicate concerns as well as orders between the two levels of the 
organization. The line managers and HR managers, according to this view, believe 
that the HR department acts as the connection between the two main processes that 
run the organization as a whole, namely the designing of the strategies that run an 
organization, and the subsequent implementation and operation of these strategies 
and their integration into the inner workings of the organization as a whole. The 
execution of this intricate flow of information between the two extreme levels of the 
organization is considered to be a complex process, which needs considerable 
precision and added efficiency in order to ensure its proper working. This view, even 
though it presents the researcher with evidently important conclusions, is generally 




organizational entities. This type of view only adheres to an organization if a sense of 
urgency is prevalent, with respect to the restructuring processes related to the same. 
In this case, due to the importance and significance of time constraint over quality of 
implementation, the middle management usually plays no more of a role than a 
mediator or a communication link between the executives and the operational 
workforce. In the absence of urgency, the approach should ensure that middle 
managers have enough freedom and resources, which ensure the proper 
implementation as well as management of the newly designed and integrated policies 
and working principles, during a restructuring process. Moreover, according to Beer 
and Nohria (2000), another limitation with respect to this viewpoint is that it does not 
take into consideration various other “soft” aspects related to the role of line 
managers and HR managers, which include resolution of conflicts between 
employees, dealing with resistance posed by the employee workforce, and increasing 
employee motivation by facilitating their empowerment as a workforce.  
The second perspective, which line managers and HR managers share, with 
respect to the role and position of the HR department as a whole, has been 
enumerated by Floyd and Wooldridge (1994). These authors are also of the opinion 
that the middle management, which includes the HR department as a whole, acts as a 
tool for linking the top executives with the operational workforce of the organization, 
which is present at a junior or lower level. On the other hand, the distinction between 
this view and that shared by Hrebiniak (2008) is the point that the second perspective 
offered by Floyd and Wooldridge (1994) associates the HR department with a much 
more important and participative role in the restructuring processes of an 
organization as a whole. According to this view, the HR department is not only 




working strategies, they are in fact also responsible to a large extent for the definition 
as well as the designing of these policies and strategies. This implies that the role of 
HR crosses into the boundaries of both execution as well as formulation of strategies 
in an organization. Therefore, the dual function performed by the HR department 
ensures that the organization has a competitive edge over its counterparts, owing to 
the fact that the strategies which are implemented by the middle management are 
also subject to flexibility and evolution at the discretion of the line managers and HR 
managers, with respect to the dynamic nature of the corporate environment as a 
whole. Hence, in accordance to the studies of Floyd and Wooldridge (1997), the 
restructuring of an organization does not involve the obligatory execution of 
commands and the implementation of strategies that have been devised solely by the 
top executives of the company. In fact, the organizational restructuring is heavily 
dependent upon the role of middle managers, as they have considerable influence 
over the design, execution, implementation, as well as evolution of the strategic 
policies and reforms, which were sent down from the top levels of the organization. 
In the past years, there have been phases where the traditional view on the role of HR 
was considered the apt one, due to which several organizations ruled the presence of 
such “middle-men” as a sort of obstacle which ultimately led to the slowing down of 
the communication and implementation process. According to Guth and Macmillan 
(1986), the organizations in the late 1980s, viewed middle management entities as 
units, which were more concerned with self-profit than with the realization of the 
corporate strategic goal of the organization as a whole. Hence, due to the need for 
faster implementation and execution measures, several companies removed middle 
managers completely from the scene, in the hope that this would result in faster and 




other hand, this belief proved to be wrong as the observed results were much worse 
than the expected ones. Due to this aspect, Floyd and Wooldridge (1997) explained 
that the role of middle managerial bodies went far beyond the aspect of a common 
link between the top and bottom levels of an organization. The contributions that the 
HR department provides to the achievement of the strategic goals of the organization 
include management and efficient handling of the employee workforce and 
harnessing of its maximum potential, and also managing external relationships with 
relation to the organization with external stakeholders and entities, such as 
customers, government regulators, and suppliers.  
The authors do not view the HR team only in the form of a communication 
link; instead they are actually viewed as an integral and significant part of the 
strategic chain, which is essential for the restructuring of the organization to occur in 
a comprehensive and coherent way. These middle managers have been attributed the 
role of connecting the top and the bottom levels of the organization, by ensuring that 
the directions and overall strategies formulated by the executives at the top level of 
the organization reach the operational workforce of the same, in a way that these 
policies and strategies govern the daily activities of the employee workforce. The 
coordination for which the HR department is responsible for involves several aspects 
for its proper working. The aspects related to coordination of strategy execution and 
implementation undertaken by the HR department include negotiation, mediation, as 
well as interpretation of communications and connections that are established 
between senior executives and the operational levels of an organization. This means 
that the middle managers have considerable influence on both the upward as well as 
the downward levels of individuals in an organization. The upward influence of 




the senior executives. This influence is effectively based upon the ways in which the 
middle management/HR department affects the decision-making processes and the 
perspective shared by senior executives on the organizational structure as a whole. 
On the other hand, the influence that HR has on the operational workforce basically 
involves alignment and association of various employee activities, which are directly 
or indirectly necessary for the purpose of implementation of the strategies designed 
by the senior executives of the organization. The HR department also plays an 
important role in the shaping of ideas among the operational workforce of the 
organization. They are further responsible for managing these ideas by encouraging 
those, which are coherent with the implementation and design of the strategy, which 
have been employed for the restructuring of the organization as a whole. 
Furthermore, the middle managerial body is also assigned the task of presenting the 
senior executives with their own interpretations of the issues and limitations that are 
inherently present in the organization, which directly or indirectly affect the growth 
and development of the same. In other words, the perception that the senior 
executives have on the organization as well as its external environment is largely 
influenced by the interpretations that are provided to them by the middle 
management. In other words, the essential strategic course of the organization is 
heavily influenced and dependent on the role of the HR department.  
The very basis of the typology used by Floyd and Wooldridge (1997) is based 
upon the idea or assumption that there are both emergent as well as deliberate 
influences that the role of HR has on the practice of organizational restructuring as a 
whole. According to Mintzberg and Waters (1985), these emergent as well as 
deliberate influences that the middle management has on the restructuring practice of 




the HR managers take with respect to the implementation as well as the formulation 
of organizational restructuring practices. This aspect points to the fact that the middle 
management is involved in both processes of a restructuring practice, namely 
“thinking” as well as “doing,” with relation to the formulation as well as 
implementation of the practice or strategy concerned with restructuring of the 
organization as a whole. 
Considering the immense role that the middle management plays in the 
formulation as well as implementation of restructuring practices and strategies, Floyd 
and Wooldridge (1994, 1997) developed a framework in order to consider their role 
in a more organized and in-depth manner. This framework consists of two 
dimensions, each describing the direction as well as the extent of influence warranted 
by the role of the middle management in the process of restructuring as a whole. The 
first dimension basically describes the direction in which the middle management 
influences a particular restructuring strategy or policy. This can be either downward 
or upward directions, with relation to the nature of influence that the middle 
management has on a particular strategy. The second dimension that is involved in 
this particular framework describes the extent to which the HR department influences 
the overall outlook of the organization on a particular restructured strategy or policy. 
This basically indicates the ways in which the middle management can influence the 
outlook of the whole organization on a strategy by changing the way the members or 
employees of an organization work with regards to that particular strategy. For 
example, the middle management can take measures to encourage the formation of 
coherent working practices, and in turn, influence the partaking of an integrative 




In accordance to the framework presented by Floyd and Wooldridge (1997), 
there are four basic ways in which the middle management can get involved in the 
process of organizational restructuring as a whole. The first way in which the middle 
management can get involved in the process of restructuring as a whole, involves the 
“synthesizing of information.” This aspect basically involves the interpretation as 
well as the channeling of information by the middle management, in an upward 
direction (i.e., towards the executive management of the organization). This can have 
a great influence on the way in which the executives of the company or organization 
view the internal as well as the external environment of the organization, thereby 
influencing their decisions with regards to the formulation as well as the 
implementation of restructuring policies and strategies. The information that is 
channeled by the middle management can heavily influence the perception that the 
executive management holds towards the organizational circumstances as a whole. 
This information can also act as the very foundation on which the executive 
management structures its policies and strategies, with relation to the restructuring of 
the organization as whole. This aspect can be included in the “integrative” aspect of 
the framework defined by Floyd and Woodridge (1997). The second dimension of 
this framework is in direct relation to the “divergent” aspect of the whole structure 
defined by these authors. This second dimension is basically defined as the 
“championing of alternatives.” This aspect basically involves the ways in which the 
middle management presents certain strategic initiatives to the executive 
management, which in turn, diverge from the current strategies of the organization as 
a whole. If these new and divergent strategic initiatives are accepted by the executive 
management, the middle management has a direct influence on the complete 




The third and fourth dimensions of the framework presented by Floyd and 
Wooldridge (1997) are basically related to the “downward” influence of the middle 
management in an organization. This dimension is known as “facilitation of 
adaptability,” which basically involves the line managers and the HR managers 
taking consideration of those areas in the organization, which are not in direct control 
of the executive management of that organization. This dimension involves the 
promotion and support of radical activities in these areas of the organization by the 
middle management as a whole, in order to ensure stability by adaptive means. The 
fourth dimension, which also falls under the “downward” influence of the middle 
management in an organization, is known as the “implementation of deliberate 
strategy” by line managers and HR managers. This is one of the dimensions, which 
have been viewed as the most evident in the study conducted by Floyd and 
Woodridge (1994). This dimension basically involves the alignment of 
organizational polices and strategies with respect to the intentions that the executive 
management has towards the strategic direction of the organization as a whole. The 
basic gist of this particular dimension is the evident role that the middle management 
plays in the strategic direction of an organization, by transforming the strategic 
intentions of a company, institution or organization into individual objectives and 
action plans. One of the most important aspects with relation to this particular role of 
the middle management is the need to maintain a certain degree of uniformity as well 
as consistency, especially in terms of the horizontal uniformity, which is to be 
maintained between the various levels of operation in an organization. A lack of 
consistency and uniformity can result in major discrepancies in the overall working 
of the organization or institution. In other words, if there are inconsistencies with 




levels of management in an organization, there are bound to be discrepancies in 
realizing the strategies to be implemented in that organization (Currie & Procter, 
2005).  
Other than influencing the thought process and the mindset of the senior 
executive panel, one of the most important roles that the middle management plays is 
to ensure proper implementation of the strategic reforms, which have been passed 
down from the top levels of the organization. According to Floyd and Wooldridge 
(1994), implementation of strategies does not merely involve the integration of 
reforms and restructuring policies that have been dictated by the senior executives of 
the organization. In fact, implementation is a much more complex and dynamic 
process, which is subject to definitive considerations by the middle managers. In 
other words, the middle managers play an essential role in adjusting and adapting 
various aspects of the strategic reforms dictated by the senior executives in such a 
way that they can be implemented in a hassle-free way and benefits the organization 
in the most wholesome way possible. The middle managers have the power to cause 
alterations in the strategies in accordance to the corporate direction and aims of the 
organization as a whole. This implies that the path of development and achievement 
of corporate strategic goals of the organization is essentially dependent upon the 
middle managers as a whole. In other words, the middle managers are not only 
assigned with the task of communicating strategies between the top and bottom 
levels of the organization. In fact, one of the essential aspects of the role of the 
middle management is to understand the overall strategic direction and the structure 
of the organization as a whole and to make essential changes in the strategic reforms, 
during the restructuring of the organization, in order to ensure maximum benefit. 




middle management including the HR department has a much more important role in 
organizational restructuring than just acting as a link between the top and bottom 
levels. In fact, the authors emphasize that the HR department has a much more 
participatory role than that which is prescribed by the traditional perception related to 
the middle management.  
The third view, with relation to the perception that line managers and HR 
managers have on the various roles that they play in an organizational restructuring 
process, was provided by Johnson et al. (2003) and Balogun (2003). This view is also 
known as the SAP view, which is elaborated as “strategy-as-practice” view. In 
accordance to this view, the strategy that is followed in an organization is based on 
the practices, which are implemented by the employee workforce of that organization 
as a whole. Therefore, this view focuses on the implementers and practitioners of the 
strategy instead of giving too much importance to the authorities, which are 
responsible for the formulation of these strategies. In accordance with this view, the 
authors basically give major importance to the practices which are followed by the 
middle managers as a whole, stressing on the fact that the way in which these 
practices are implemented and executed is a defining aspect in terms of proper 
working of the strategy of an organization. The tasks and practices, which are 
inherent in the role of the middle managers includes translation, negotiation, 
mediation, and buffering. The process or practice of translation basically involves the 
successful and efficient interpretation of strategic plans, which have been formulated 
by the senior executives of the organization, and the successful communication of the 
same to the lower levels of the organization, consisting of the operational workforce. 
Mediation basically involves management of ideas among the operational workforce 




practices, which lead to further integration of the strategic plans dictated by the 
senior executives. Buffering is the practice, which involves the understanding and 
subsequent absorption of the negative impacts that the implementation of a particular 
strategic plan can have on any particular entity, be it an operational unit or an 
external stakeholder. Finally, negotiation involves the practice of conflict-resolution 
undertaken by the line managers and HR managers. Conflict management can 
involve resolution of conflicts inside the organization, such as interpersonal issues 
between employees, as well as resolution of conflicts between external sources. 
According to Rahim (2011), the effective management as well as understanding of 
inter-departmental as well as inter-personal conflicts and their peaceful handling is 
an important step towards ensuring the effective working of an organization as a 
whole. The HR managers should also strive to capitalize and gain the most out of any 
kind of positive outcome that may arise through the resolving of a particular conflict. 
According to this view, middle managers are essentially important 
stakeholders in terms of the communication chain, which is responsible for the 
execution and implementation of strategic reforms and plans. The view also suggests 
that the practices, which are performed by the HR department, are essentially 
responsible for the proper implementation or the subsequent failure of any strategic 
plan. For instance, Balogun (2003) points out that one of the most important reasons 
responsible for the failure of any type of strategic reform or policy, is the fact that 
one or more practices which are inherently performed by the middle management, 
have been subject to some degree of error. In most cases, failure of proper 
implementation or execution of any particular strategy is a result of errors related to 
the interpretation of the plan or strategy in the first place. Due to this, the middle 




to be implemented, to the operational workforce as a whole. This lack of 
comprehension results in failure of proper execution of the strategy and may result in 
improper implementation of the same. 
Ulrich (1998) proposed a model for understanding the inherent roles, responsibilities 
as well as activities, which the middle management should be attributed with in 
modern day corporate institutions and organizations. The model proposed by him 
consists of two basic elements, the first of which is associated with the competing 
factors that give an edge to the organization as a whole. This includes the aspects 
related to complete strategy implementation and formulation, which in turn includes 
management of the strategic partnering as well as the management of organizational 
change and restructuring as a whole. The second element of this model is the aspects 
related to administration and infrastructure management, including the management 
of employee contribution as well as empowerment of the employee workforce or the 
personnel of an organization in such a way that they can contribute incessantly to the 
betterment of the organization as a whole. However, Ulrich (1998) also states that all 
these aspects have to be approached through a strategic point of view, in turn 
attributing the aspect of strategic implementation and formulation to be one of the 
most definitive and important parts of the roles and responsibilities that the middle 
management is associated with. In other words, the perception related to the roles 
and responsibilities of the middle management has to shift from a human resource 
mindset to a perspective which takes into account an efficient increase or betterment 
in the productivity and efficiency of the organization as a whole. Therefore, viewing 
HR managers, line managers and the whole of middle management as agents of 
change can efficiently result in the betterment of the infrastructure of a corporate 




responsibilities of the middle management are undertaken keeping in mind the 
betterment of the organization as a whole, and directly or indirectly contribute to the 
betterment of the corporate infrastructure, be it administrative roles like 
empowerment of personnel and the employee workforce or strategic roles such as 
playing a crucial part in the restructuring of the organization as well as being an 
agent of institutional change. 
According to Mckinley (2007), during the process of organizational change in 
the form of restructuring, line managers and HR managers essentially act as links 
between top executives/senior managers and the operational workforce of the 
organization as a whole. On the other hand, it is observed by studies, such as that 
conducted by Balogun and Johnson (2004), that the sense-making abilities and skills 
of middle managers tend to decrease when an organization becomes leaner and more 
dispersed in terms of geography. Due to this reason, the amount of interactions 
between top executives or senior managers with the operational workforce or 
personnel of an organization is considerably lowered. Hence, these senior executives 
are dependent on the middle managers to communicate various aspects, such as the 
various initiatives required to facilitate efficient and proper restructuring, to the 
employee workforce as a whole. On the other hand, according to Gioia and 
Chittipeddi (1991), there can be numerous aspects due to which the middle managers 
are not able to fully comprehend the policy changes and other initiatives that are 
designed for implementation by the senior executives of the company or 
organization. Due to this aspect, there is a break in connection between the top levels 
of the organization with the operational workforce of the same. On one hand, the 
employees look to the middle managers for clarity in terms of implementation of new 




at a loss due to their inability to fully comprehend the initiatives which are designed 
by the senior executives and managers of the organization. This situation usually 
results from the restricted ability inherent in middle managers for the purpose of 
seeking clarification from the upper levels of the organization. This can further result 
in delays in implementation of the restructured policies and working principles, 
sometimes resulting in a decrease in efficiency of the overall chain of 
communication, further causing numerous problems for the organization by 
restricting its progress towards the meeting of its strategic corporate goals.  
According to the research conducted by Kuyvenhoven and Buss (2011), there 
are numerous ways or perspectives to view the role of middle management in an 
organization. The first type of perspective or view that is attributed for line managers 
and HR managers is the traditional view, which states that the middle managers have 
no self-sufficient authority for implementation of organizational design reforms or 
any type of restructuring policies. In other words, the traditional view suggests that 
middle management is under an obligatory command that dictates for them to act 
according to the initiatives and design reforms that have been passed down to them 
by the senior executives or the top levels of the organization. On the other hand, the 
modern view of middle managers points to the fact that these line managers and HR 
managers play a much more important role, one which involves implementation as 
well as management of the processes associated with organizational structuring. This 
view also suggests that middle management plays an important role in the 
maintenance as well as the evolution of the newly integrated organizational design. 
This aspect or modern view is in fact a measure of how the perceptions related to the 
role of HR managers and line managers have changed through the years. In today’s 




the game of organizational restructuring than was previously envisioned for them. 
The traditional view had further implications, which suggest that the process of 
strategy formulation is completely irrelevant and different from the concept of 
strategy implementation. This meant that the jobs inherent to the top levels of the 
organization and that of the middle management were completely independent of 
each other, each having its own core group for its proper execution. On the other 
hand, the perception has changed with respect to this aspect too, with the birth of the 
modern view of middle management and its role in organizational restructuring. 
According to O’Shannassy (2003), the previous demarcation between the practical as 
well as theoretical concepts of strategy formulation and strategy implementation has 
been almost erased, due to the present or modern view on middle management and 
the role that line managers and HR managers play in terms of organizational 
restructuring. The modern view dictates that strategy implementation and strategy 
formulation are two interrelated steps, which are coherently dependent on each other. 
Both these steps are seen as a means to achieve complete development of a strategy, 
which is in turn necessary to ensure proper organizational restructuring. Moreover, 
studies such as those conducted by Bourgeois and Brodwin (1984) have come to the 
conclusion that there has been a noticeable transformation in the perception of 
middle management in recent times. In recent times, middle management has 
evolved from a mere connection between the top levels of the organization and the 
employees, passing on information and communicating orders from top to bottom, to 
possessing a much more participative function, wherein the middle management 
plays a crucial role in both formulation as well as implementation of various 
structural reform policies and practices in an organization. O’Shannassy (2003) 




management in modern times by pointing out that the perception and role of line 
managers and HR managers has evolved drastically. In today’s world, they are not 
just seen as mere tools for implementation of a pre-dictated set of policies or reforms, 
but are actually viewed as the link between top and bottom levels of the hierarchy in 
an organization. The middle management is further held responsible for the flow of 
communication between these two extremes of the hierarchal ladder of an 
organization, and is also seen as an element which spans the boundaries between 
senior executives as well as the employee workforce, establishing a flow of 
information and communication between them. 
According to Martell and Carroll (1995), there are five basic ways in which 
the role of middle management, namely that of line managers and HR managers, is 
perceived in most organizations around the world. The first basic view was the 
apparent connection that linked the middle management along with the aspect of 
strategic planning in an organization. The second perspective that was widespread 
among organizations was the view that the middle management plays a crucial role 
in the formulation as well as the implementation of strategies in a corporation, but 
this role is not as substantial and important as the role played by the middle 
management in terms of sales and production, as well as the development of a 
particular product. The third perspective involves the consideration that HR 
managers and line managers form an important part of the top management of an 
organization. The fourth perspective includes the important role that HR managers 
and line managers play in terms of policy and strategy formulation, with regard to 
aspects such as bonuses, salaries, evaluation, termination, promotion, and other 
aspects related to the personnel and the working force of an organization as a whole. 




viewed is the view-point that the short-term performance of an organization cannot 
be substantially improved or influenced by clubbing together the areas of strategy 
implementation and Human Resource management. Other prevalent perspectives on 
HR managers, line managers, and middle management as a whole include the view 
that the middle management does not add much value to the corporate strategic goal 
of an organization. This view has been proven to be a limited way of looking at the 
role of the middle management as a whole, due to the fact that the amount of 
importance and influence that can be attributed to HR managers and line managers is 
very diverse and vast, even resulting in the changing of the complete strategic 
direction as well as the imperatives of an organization as a whole. 
According to a study by McMahan, Mohrman, and Lawler (1999), in which 
they conducted surveys in about 400 corporate institutions in the US, they asked HR 
managers and line managers themselves to provide ratings as to which responsibility 
or role they considered to be the most important according to their own perception. 
In these surveys, it was seen that a vast majority of the subjects said the most 
effective as well as the most important role that they play in an organization is the 
provision of HR services, along with playing a considerably large role in the practice 
of strategy formulation and implementation as well as other organizational 
restructuring practices. Other roles and responsibilities which were cited by the 
middle management officials included activities and responsibilities such as 
providing consulting services for organizational change, acting as essential business 
partners, and developing the organizations’ employee workforce as a whole, directly 
ensuring that the personnel are best equipped to provide their best to the corporate 
institution of which they are a part of. Furthermore, it was seen that most middle 




auditing and record keeping, to be the least important as compared to other activities, 
roles, and responsibilities, which they mentioned to be more essential as a part of the 
arsenal of utility that the middle management can be associated with. 
According to the findings published by the Corporate Leadership Council 
(2000), it was seen that as organizations strive to redefine the roles, responsibilities, 
and activities that they attribute to middle management as a whole, they are in fact 
transcending the boundaries and transforming into knowledge-based enterprises, 
rather than value-based enterprises. This aspect is in fact, a direct consequence of 
attributing higher degrees of power as well as freedom to the middle management 
and further involving the HR managers and line managers of the corporate institution 
to take part in strategy implementation and formulation as well as other crucial 
aspects related to the practice of corporate restructuring. By ensuring higher degrees 
of power as well as higher degrees of involvement of the middle management in the 
strategy implementation, as well as the formulation stages of corporate restructuring, 
organizations are in turn building up their capacity to change. This aspect in turn, 
helps and effectively propels the transformation of traditional corporate activities to 
be taken care of by processing centers and vendors. Moreover, the aspect of changed 
perception and provision of additional degrees of importance to the middle 
management as a whole has resulted in the management of the core competencies of 
the organization, including the development of initiatives which focus on customer 
satisfaction and value added performance. The increased involvement of the middle 
management in the restructuring, as well as the strategy implementation aspects of 
corporate institutions, has also allowed the creation of certain infrastructural 
elements, which are directly aimed at the development of the employee workforce as 




sufficient. The human resource department and the middle management as a whole 
can also act as a prominent business consultant in the internal environment of 
corporate organizations and institutions. Wiley (1992) points out that in order to 
ensure that the middle management can contribute maximally to the betterment of an 
organization, in terms of its efficiency and productivity, it has to be included in three 
basic aspects of the corporate institutions’ infrastructure, namely legal aspects, 
operational aspects, and the overall strategic aspects of the organization. 
One of the most important roles that have been assumed by the middle 
management in this modern world of corporate pressure and competition is the role 
of the agent of organizational change. The elements of organizational change and 
restructuring are especially necessary and important in order to ensure the survival as 
well as increased efficiency of organizations. This is due to the aspect of intense 
competition in the corporate global market, with consistent, constant, and rapid 
change being the only way for a business to survive in this present-day world of 
digitization and globalization. According to Hunter et al. (2006), it is essential that 
the middle management of an organization assess its internal as well as external 
environments in order to formulate and design appropriate strategies and policies 
aimed at ensuring that the organization is completely adapted to deal with any unseen 
or undetermined changes that are bound to come up in these environments.  
According to Brown (2002), the perception related to the roles of HR 
managers and line managers has changed considerably, with the middle management 
no longer being looked on as having the sole responsibility to perform administrative 
tasks, such as recrutiment as well as processing and auditing of salaries of the 
employee workforce in general. On the contrary, HR managers and line managers in 




business partners, considerably holding an important role in increasing the 
profitability, productivity, efficiency of the organization as a whole. In accordance to 
this shift in perception with regards to the roles of HR managers and line managers, 
the challenges, with respect to the responsibilities of the middle management has also 
changed considerably. This indicates that HR managers and line managers are now 
faced with roles and responsibilities pertaining to development and motivation of the 
employee workforce, as well as the formulation and implementation of corporate 
strategies. This aspect further indicates that HR managers and line managers have to 
act as leaders and agents of change, furthering their involvement in aspects such as 
mergers and acquisition. These point to the aspect that human resource managers 
have to be trained to handle the intricacies of acts such as acquisitions, mergers, 
organizational change, restructuring of polices, implementation and formulation of 
strategies for change, and so on. This means that with increased power as well as 
with increased degrees of involvement in the organizational infrastructure, the 
middle management is also faced with the responsibility of being equipped to handle 
these duties and execute them in a proper and justifiable manner. This is in direct 
association to the fact that as the perceptions and views on the roles and 
responsibilities of the middle management change, so do the expectations attributed 
towards them. 
As indicated by Argyris (1993), the perceptions of middle management are 
altered due to the lack of comprehension that exists between the top executives and 
the middle management of an organization. On the basis of analysis of the 
perceptions associated with the roles of middle managers, line managers and HR 
managers in today’s world of increased globalization and digitization, it was found 




whole was affected from a perspective point of view. Firstly, it was seen that the 
executive or top management of an organization is not very successful in 
communicating and defining its expectations to the middle management as a whole, 
with regards to their function and overall importance. In other words, the executive 
management of an organization is not always successful in letting the middle 
management know what and how to do any particular responsibility or function. 
Secondly, it was also seen that the middle management is largely unsuccessful in 
living up to the expectations of the executive management, essentially resulting in a 
lapse in efficiency of that particular function and the overall efficiency of the 
organization as a whole. This shows that there are still prominent issues at stake, 
with relation to the degree of clarity that the executive or top management has 
towards the roles and responsibilities of the middle management as a whole (Waller, 
Huber, & Glick, 1995). According to Bateh, Castaneda & Farah (2013), there are 
numerous ways in which the role of the middle management is being deciphered by 
the top management of organizations. For example, it was seen that some executive 
management officials viewed the overall role of the middle management as having 
the sole responsibility of taking care of problems related to administration that are 
bound to arise on a daily basis. On the other hand, it was also seen that some 
executive management officials had a different viewpoint on the roles and 
responsibilites of the middle management as a whole. These officials were of the 
viewpoint that HR managers and line managers are supposed to be the unsung 
leaders of the organizational workforce, as they are supposed to understand the ever-
changing needs of the market as well as the organization as a whole and also ensure 
that appropriate measures are taken to increase the overall efficiency and 




In recent times, there has been a drastic shift in the amount as well as the nature of 
roles and responsibilities that have been attributed to the middle management as a 
whole. According to a study done by Walker and Moorhead (1987), it was seen that 
more and more executive management officials find themselves in need of assistance 
and information from the middle management in order to guide them on the subject 
of any and all personnel related issues in a system or institution. Moreover, it was 
also seen that executive management officials in recent times have confessed that the 
middle management is a key factor in ensuring efficient results and innovative 
strategies aimed at achieving increased levels of productivity in an institution or 
corporate organization. These aspects, which were the crux of the study conducted 
by the authors, also pointed to a more practical aspect that was emerging as a direct 
result of the changing perception of roles and responsibilities of the middle 
management as a whole. Due to this apparent change in perception, it was seen that 
more and more time, as well as effort, is being spent by HR managers and line 
managers for management activities such as strategy implementation and 
formulation, improvement of productivity and efficiency, quality management and 
improvement, as well as the overall practice of organizational restructuring as a 
whole. Furthermore, the middle managerial elements are also being seen as important 
assets for business planning purposes as well as in compensation and performance 
increasing attributes. This indicates a shift of the perception related to the roles and 
responsibilities of the middle management towards a larger and wider perspective, 
with activities and agendas such as development of training strategies for personnel, 
personnel development as a whole, merit payment and formulation of incentive 
programs, all falling under the umbrella of roles and responsibilities being attributed 




today. As a flipside to this apparent change in the perceptions associated with HR 
managers and line managers, it was seen that tasks such as the keeping of records 
and management of salaries, along with other in-depth administrative tasks are being 
given less importance, when viewed from a human resource management 
perspective. In plain sense, this means that the perceptions that were attributed 
towards the role of middle management as a whole is being changed drastically, with 
more importance being given to the strategy implementation and formulation aspect 
of their spectrum of duties and roles, than the aspects related to administration and 
record keeping activities. As a result, it is being seen that activities and roles such as 
record keeping of personnel files and information, along with other day-to-day 
administrative tasks are being outsourced by organizations of today. This is in direct 
correlation with the findings of authors like Conner and Ulrich (1996), who state that 
organizations are now attributing larger strategic roles to the middle management, 
resulting in a considerably large shift in the functional orientation of HR managers 
and line managers.  
2.8 Perceptions of Employees on the Role of HR in Organizational Change 
According to Mayer et al. (2004), one of the most important aspects in 
ensuring proper and efficient organizational restructuring is the substantial 
involvement of the employees in the process of the restructuring as a whole. 
Involvement of the employees as a whole in the implementation of the strategic 
reforms during the restructuring process is an essential aspect for ensuring its 
subsequent success. Some of the important ways for ensuring substantial employee 
involvement is by provision of opportunities and initiatives, where the employees 




also be allowed a substantial degree of influence on the decision making process as 
well as the implementation of the restructuring policies and other strategic plans. It is 
the responsibility of line managers and HR managers to ensure that employees have a 
voice that can influence the decision of the senior executives of the company during 
the process of formulation of strategies. Other important aspects with relation to HR 
and restructuring practices include provision of sufficient training and skills for the 
employees in order to ensure that they can cohesively manage and deal with the 
reorganization and the use of newly established working policies and strategies. The 
interpersonal issues between employees should also be integrated into the 
reorganization program as a whole. The HR managers should also ensure that there is 
adequate participation from the employees, so that the reorganization processes occur 
smoothly, efficiently, and cohesively. 
The success of any organizational restructuring effort is solely dependent on 
the way the employee workforce responds to that change and to what degree they 
accept it. According to Armenakis et al. (1993), one of the main reasons why most 
organizational restructuring procedures fail to be properly implemented is due to the 
inherent resistance that the employees exhibit towards that particular change in 
policies, strategies, or principles of the corporation they work for. This resistance to 
change usually develops from the employees getting used to a particular legacy 
system or a traditional way of corporate structure.  
More often, it has also been seen that the failure of any particular organizational 
restructuring occurs mainly due to the perception of the employee workforce about 
how the change would affect them, rather than resistance to the change itself. This 
aspect has been investigated by quite a few studies, especially those conducted by 




particular change due to their own made-up perceptions of negative outcomes that 
may arise due to the implementation of these particular organizational changes.  
2.9 Variables Needed to Improve Perceptions 
According to Mohrman and Lawler (1997), the human resource function as 
well as the perceptions associated with it, should be expanded in order to cover all 
major aspects of prominent and necessary business or corporate processes. By 
ensuring that the functions of the middle management cover all major processes of 
the business, it can be ensured that there is a direct impact of the middle 
management’s work on the overall performance of the organization (Floyd & 
Wooldridge, 1992). In accordance with this aspect, the roles of the human resources 
department as well as the middle management as a whole, should extend into areas 
such as strategy development (including design as well as the implementation 
processes related to it), designing the complete infrastructure of the organization 
itself, being the agent for the implementation of organizational change, and also 
ensuring that performance management practices are integrated into the overall 
working of the organization (Lavarda, Giner & Bonet, 2010). According to Gurrie 
and Procter (2005), by ensuring that the scope of the middle management extends 
into the following areas of the corporate infrastructure, the function of HR managers 
and line managers can be aligned to a considerable degree with overall corporate 
strategic goals of the organization. Moreover, allowing the middle management such 
a degree of power and involvement also ensures that HR managers and line managers 
can act as efficient leaders to bring about rapid and efficient change in the structure 
of the organization, including the mobilization of the employee workforce to give 




also allow the formation of cross-functional teams spanning all the levels of the 
organizational hierarchy, namely the employee workforce, the executive 
management, and the middle management itself. This can considerably help in better 
communication and interaction between the hierarchal elements of the organization, 
prompting an increase in the efficiency of execution of organizational restructuring 
practices. 
As per Barney and Wright (19970, the perspectives that have been attributed 
towards the roles of HR managers and line managers have resulted in lesser degrees 
of power being attributed to them. This aspect is in complete accordance with the 
findings perpetrated by McDermott (1985), who stated years ago that the Human 
Resources department is not being assigned as much importance as compared to 
other areas of corporate infrastrucure, such as information systems, marketing, 
finance, and even product design. In direct correspondence to this aspect, the 
prevalent perception till a few years ago was that the HR department and the middle 
management as a whole does not add any appreciable value to the key imperatives of 
the organization and the corporate infrastructure, which essentially forms the crux of 
every corporate institution.  
As a direct result of an immense change in the perception of organizations and 
corporations with respect to the roles, responsibilities, and activities of the middle 
management, Human Resource departments in the present day corporate market are 
taking on a wide variety of roles, especially in relation to the aspects of 
organizational change and restructuring, with direct involvement in the aspects of 
policy and strategy design, formulation, and implementation (Barney & Wright, 
1997). The middle management no longer acts only as an administrative aspect of the 




new and innovative strategies to help empower the organizational performance as a 
whole, which further includes identification of prospective opportunities or change as 
well as for the flourishing and expansion of business. The middle management is 
also equipped with the roles and responsibilities related to business strategy as well 
as defining the corporate direction of the institution or organization as a whole 
(Rouleau & Balogan, 2010).  Furthermore, the human resource department and the 
middle management as a whole are responsible for preparing the organization for 
rapid and efficient change. According to the Corporate Leadership Council (2000), 
there are three key aspects which the middle management should focus on while 
assuming these new roles, responsibility, and power. These key aspects include the 
fact that communication is maintained and aligned in such a way that all hierarchal 
levels are in informational synergy with each other, to maintain a considerably 
influential and apt position in any and all types of organizational change, and to 
focus on both the internal as well as the external environment and determine whether 
any change is necessary to better adapt the organization to the corporate playground. 
According to Mantere (2007), the perspectives on the roles of the middle 
management as a whole, has seen major changes in recent years owing to the sheer 
amount of importance that HR managers and line managers hold in the operations 
and strategic direction of an organization. Several authors have also recognized the 
immense role that the middle management has to play in the upward and downward 
channeling of information as well as responsibilities. Ulrich (1998) identified that 
HR managers, line managers, and the middle management in general have very 
important roles to play, especially in areas related to transformational change, 
technological change, creation of value chains in order to ensure higher corporate 




and increased productivity. The author also states that the middle management is 
especially important in this present age of globalization as it has a direct role to play 
in contributing towards faster and substantial organizational change, as well as in 
increasing the overall intellectual capital and in attracting competence and also 
helping in its measurement. 
Ulrich (1998) further mentions that the roles attributed to the middle 
management need to be more of a strategic nature than those related to operational 
aspects. This is in direct relation to his belief that HR roles should be designed to 
continually contribute to the value as well as the overall efficiency of an 
organization. He also states that as the complexity and the conflict in the business 
environment of a corporation increase, so does the extent and the importance of the 
roles of the middle management. Owing to these beliefs, Ulrich (1998) has stated that 
the four major ways in which HR managers and line managers can continually 
contribute to increasing the value of an organization is by aligning their roles with 
aspects related to the management of organizational change and transformation, 
execution of strategies and policies, management as well as building corporate 
infrastructure, maximizing employee contribution and participation, along with 
acting as the “coach” as well as the “strategic partner” for an organization. 
The perception towards the inherent roles of the middle management in an 
institution or organization has changed drastically from previous years. There are 
now new views associated with the roles of HR managers and line managers in the 
modern age of globalization, nationalization, and digitization, especially with 
relation to the role that the middle management plays from a strategic point of view 
(i.e., in terms of organizational policy-making, strategy implementation, and overall 




human resource management goes beyond the transactional and operational aspects 
of organizations, assuming a strategic role among others. This aspect of the role of 
human resource management comes under the broad category of Strategic Human 
Resource Management. Several authors have given definitions of the same, including 
authors like Huselid, Jackson, and Schuler (1997), who point out that strategic 
human resource management basically entails the implementation as well as the 
design of practices, strategies, and policies, which are aimed at ensuring that the 
human resources (namely the personnel and the employee workforce) of an 
organization are best equipped to contribute fully to the betterment and advancement 
of that particular organization, both in terms of productivity as well as in terms of 
efficiency.  
According to Tomasello (2002), the evolution of the roles of the middle 
management as well as the perceptions associated with them, changed drastically due 
to environmental factors such as globalization. These changes in the internal as well 
as the external environments of organizations were namely in the form of increased 
importance for the needs and demands of the stakeholders, as well as an increased 
need for effectiveness and value in the corporate infrastructure as a whole. As a 
result of these changes, the inherent importance that was associated with the roles of 
human resource managers and line managers also increased drastically. 
Organizations as well as the corporate world as a whole started recognizing the 
inherent importance and necessity of the middle management in order to achieve a 
competitive edge in the global market (Tian, 2012). Moreover, once organizations 
and corporate institutions started recognizing the inherent power associated with the 
middle management and the roles played by HR managers and line managers, the 




also increased tenfold. This ensured that the functions of HR managers and line 
managers was seen in a new light, and was started to be seen as one of the most 
prominent and functionally important roles in the corporate world (Gong, Chang & 
Xin, 2009). 
2.10 Percentage of Success in Organizational Restructuring 
The success rate of any organizational restructuring process is somehow 
related to the role of Human Resources as well as HR managers and line managers. 
The first and foremost reason that most organizational restructuring procedures fail is 
due to the assumption that HR managers and line managers may hold, which points 
to the belief that employees would be giving their complete dedication and priority to 
the betterment of the organization and its success. This is not always the case, due to 
which line managers and HR managers have to realize the fact that consideration of 
the human response to a particular organizational change is as important as the 
integration of policies and implementation of that change (Cauldron, 1996). This 
directly points to the fact that the success rate of any organization’s restructuring 
efforts is heavily dependent on how the employee workforce of that organization 
reacts to that change, whether by accepting it or resisting it to a particular degree. 
There have been several reports, which have given estimates of the inherent 
success rates that organizations enjoy, pertaining to the process of organizational 
restructuring. According to Hammer and Champy (2009), the average success rate 
enjoyed by corporations and organizations, with respect to major restructuring and 
organizational change around the world, falls around 30 per cent. Moreover, this 
success rate of 30 per cent cannot be attributed to all types of organizational change. 




implemented than others. For example, a strategic change or a change in the 
deployment of a particular strategy can be seen as an easier and less-formidable 
change than that which involves a change in the work culture of that organization 
(Smith, 2002). Thus, the success rates of organizational change can only be measured 
by considering the type of change that is being formulated and/or implemented in an 
organization at a particular period of time.  
The first type of change that we are considering falls under the category of 
strategy deployment, which is also seen as one of the most common types of 
organizational changes, which occurs in modern-day corporations and businesses. 
This type of change is aimed at improving the operational capabilities of an 
organization or a corporation. This includes the improvement of pre-existing working 
practices, strategies, and policies, as well as the formulation and implementation of 
new and improved policies and working strategies for the betterment of the 
productivity and efficiency of an organization. Studies have reported that this type of 
change is considerably less daunting than other types of organizational restructuring 
measures, and hence, enjoys a success rate of about 50 to 60 per cent (Smith, 2002).  
Another type of organizational change includes the aspect of downsizing, 
which basically entails rearrangement of corporate assets within the organization. 
This can include the rearranging of units of workforce within the levels of the 
organization, including the reduction of the employee workforce and sale of a 
particular portion of the business or the corporate assets. The median success rates 
for this type of change are noted to be the highest among the others, even though 
optimal success rates for this type of change have been noted to be around 40 to 50 




Yet another type of organizational change involves the change in the 
Enterprise Systems of the organization as a whole. This type of change falls under 
the category of technological change and especially includes the implementation of 
new hardware/software systems in an organization, in order to replace the previously 
implemented legacy systems in that organization. This type of change may also be 
included along with aspects of project management, including the impact of the 
operations of the organization in concern, such as operating expense and downtime. 
There is very little data available for the success rates pertaining to this type of 
organizational change, which usually point to a success rate of around 40 per cent 
(Smith, 2002).  
The last type of change that can be considered is in terms of acquisitions and 
mergers that an organization undergoes in order to strengthen its operations and in 
turn, increase its inherent productivity and efficiency. The basic gist of a merger 
involves the integration of operations as well as the ownership of two previously 
separate corporate entities. The success in cases of this kind of organizational change 
is usually measured with relation to the inherent financial gain that the merger brings 
to the organizations that have taken part in this particular acquisition. The success 
rate for this kind of organizational change is very wide and diverse, from as low as 
16 per cent to as high as 36 per cent (Smith, 2002). 
2.11 The Gap in the Literature 
According to Ban and Gossett (2010), a change in the overall design of the 
organization requires great efforts by the HR department. Usually the HR department 
is responsible for facilitating this change in design, as well as ensuring proper and 




efficiently involved in the process and given the right training in order to handle this 
immense change.  However, the role of HR in organizational restructuring and other 
stakeholders’ roles in organizational restructuring have not been given enough 
attention by researchers, either in the regional context or the wider world.  
Looking at the literature, the researcher came across two studies, which 
investigated the HR’s role in organizational restructuring. Both studies were 
conducted in the USA. The first one was by Shook (2009), which investigated the 
various roles that human resources organizations assume when a firm is involved in 
downsizing, mergers, and/or acquisitions. The study presents HR practitioners’ 
perceptions of their roles, participation, and influence within their individual 
organizations. Thirteen HR practitioners were interviewed in this study.  
The second study was by Brown (2009), looked at the roles and attributes of 
HR leaders during organizational restructuring. Eleven HR leaders from 
manufacturing, health care, finance, and publishing sectors in the USA were 
interviewed. The study aimed to understand the phenomenon of merger and 
restructuring from the perspective of HR leaders.  
As is evident, both studies focused on the role and opinions of HR practitioners or 
leaders only. Whereas this study identifies the main reasons that lead organizations to 
restructure, studied the role of the HR department in organizational restructuring, and 
analyzed the perception that line management, HR staff, and organization employees 
have of the role the HR played during organizational restructuring. As stated by 
many authors, all three stakeholders namely the HR department, line managers, and 
employees play essential roles in the design, implementation, and success of any 
organizational restructuring project. For example, Dutton and Ashford (1993) and 




upward and downward interactions, especially during organizational restructuring. 
According to Mintzberg and Waters (1995), middle management has great influence 
on and contribution to the restructuring in terms of formation as well as 
implementation. Moreover, and as stated by Armenakis et al. (1993), employee 
resistance is one of the main reasons why most organizational restructuring fails. 
2.12 Background of the Field of Study 
2.12.1 Introduction 
This section will basically look into the sectors of interest that are a part of 
the study as a whole, namely the Abu Dhabi local government sector and the oil 
sector in Abu Dhabi emirate. It will basically take the government sector as well as 
the oil sector of Abu Dhabi as a background to later measure the inherent efficiency 
with which the process of organizational restructuring has been done in these sectors. 
In order to help understand that, it is first necessary to understand the inherent 
workings and the subtle nuances that make up these sectors themselves, such as the 
intricate responsibilities as well as the roles that both sectors have, the importance of 
the sectors in terms of their inherent contribution to the economy of Abu Dhabi and 
the UAE, the overall size and expanse, and so.  
Moreover, this section will also be looking into the various ways in which 
restructuring plays a huge role in transforming a large part of the government sector 
in order to accommodate new and advanced government policies as well as 
strategies. This aspect of industrial and economic transformation in the government 
sector of Abu Dhabi is viewed in the light of the plans for the Abu Dhabi 2030 plan, 
which would include several intricate plans to transform the economy of Abu Dhabi 




2.12.2 Abu Dhabi Oil Sector 
This section of the research study will be considering one of the largest 
sectors in the UAE economy, which is renowned all over the world in terms of its 
inherent economic capabilities as well as its intricate ways of working and practice, 
the Abu Dhabi oil sector or ADNOC (Abu Dhabi National Oil Company). In order to 
delve into the various attributes of working and operations in this sector, it is good  to 
understand the way this sector works as well as the inherent components that make 
up the sector as a whole.  
ADNOC is among the top ten oil companies around the globe, in terms of its 
inherent size as well as the sheer amount of product produced and exported. It is 
essentially a state-owned enterprise, which is linked to the oil industry at numerous 
different levels. The structure and infrastructure of the company is vast and complex, 
with several links to large and prominent oil enterprises from the Western world.  
The oil industry essentially originated in Abu Dhabi, which was one of the 
seven Emirates which united together to culminate into the formation of a unified 
state under the name of the United Arab Emirates (UAE) in the year 1971. Abu 
Dhabi is now viewed as the heart and soul of the oil industry of the UAE as it is 
considered as the birthplace of one of the most prominent enterprises in the UAE 
economic sector. In terms of sheer numbers, the number of barrels of oil reserves that 
are a part of the repertoire of the oil industry in the UAE amounts to up to 100 billion 
barrels. Out of these 100 billion barrels, 90 percent can be solely attributed to 
ADNOC as a whole (Neuhof, 2015). 
There are many refineries and oil production centers, which come under the 
blanket of infrastructure, which are a part of ADNOC as a whole. The various 




include two major refineries, a company dedicated to the production of natural gas, 
three major centers for the production and distribution of oil, as well as two 
maritime-based transport companies along with various other subsidiary industrial 
infrastructures and enterprises which specialize in the production, processing and 
distribution part of the oil industry. These enterprises do not just cater to the 
production and distribution of oil reserves; they also look into the production, 
processing, and distribution aspects of petrochemicals and gas products. Other than 
these broad infrastructures defined by the previously mentioned oil and gas 
processing units, ADNOC also has some other especially renowned areas under their 
domain, including Abu Dhabi Gas Industries Ltd, which produces natural gas. 
Moreover, another essential component of the infrastructural framework of ADNOC 
is the Abu Dhabi Marine Oil Operating Company, which is basically associated with 
offshore drilling, exploration, and production of petroleum and crude oil. 
Other than providing oil, petroleum, and natural gas products to the rest of the 
country as well as the world, ADNOC is also associated with the production and 
distribution of electrical power for consumption within the country. The company is 
also associated with the production and distribution of desalinized water. The oil and 
gas company also has a subsidiary, known as ADNOC-Distribution, which is 
associated with the distribution of fuel and gas throughout the expanse of the 
country, operating through a network of over 200 gas stations (Plunkett, 2007). The 
holding company (ADNOC) has a total of approximately 14 directorates, which 
consist of specific areas in the inner workings of the industry as a whole. The 
management of the company as well as the subsidiaries associated with it is 
essentially answerable to a higher authority at the end of the day. This higher 




Petroleum Council. This council is headed by the ruler of Abu Dhabi himself, Sheikh 
Khalifa Bin Zayed Al Nahyan.   
2.12.3 History and Beginning of Foreign Interests 
In order to fully understand the structure as well as the working of ADNOC 
as a whole, it is first necessary to delve into the overall historical developments that 
shaped the oil industry in the country as a whole, starting with its advent in Abu 
Dhabi. In fact, when compared to the other Emirates (the Trucial States at that time), 
Abu Dhabi started extraction and processing of oil only in 1962 (Mohamed & 
Ennadi, 1995). 
The advent of the oil industry in the Middle East began with the formation of 
the Iraq Petroleum Company in the year 1928. This company was basically a 
venture, which was started by foreign interests who were interested in the area and 
were looking for rich deposits of oil and petroleum. Using the Iraq Petroleum 
Company as a source of inspiration as well as a storehouse for infrastructural as well 
as strategic planning, a similar consortium was formulated in 1971 in order to single 
out areas and regions in the Trucial States (as the UAE was known before all the 
states were unified under one single name and flag). This consortium borrowed 
heavily from the strategic perspectives as well as the inherent plans of action of the 
Iraq Petroleum Company and used these to their advantage in order to create one of 
the biggest oil economies in the world.  
Before the advent of this particular consortium in 1971, another company was 
formed in the year 1935 in order to satiate the foreign interests in the region with 
relation to oil and petroleum reserves. This time, the quest for oil reserves was 
spearheaded by a company from the United Kingdom known as the Petroleum 




PDTC. The company was created as a coalition between some of the biggest names 
in the global oil industry, such as the Compagnie Française des Pétroles, the Anglo-
Persian Oil Company, which later came to be known as British Petroleum, and global 
leaders in oil and petroleum distribution and production, Shell. Moreover, two 
prominent oil companies from the United States also had a substantial part of the 
stakes involved in PDTC as a whole, namely Mobil Oil and Exxon. Each company 
that was a part of this oil and petroleum coalition had a stake of ownership of up to 
23.75 percent in the company as a whole. The remaining 5 percent of the ownership 
stake belonged to Calouste Gulbenkian, who was the prime investor in the 
company’s interests as a whole (Hults, Thurber, & Victor, 2012). 
By contacting the various sheikhdoms that formed a part of the Trucial States 
before their unification under the name of UAE, the PDTC offered rights of 
concession for exploration of oil and petroleum resources if and when they were to 
be found in the region under their regime.  In the year 1939, in the month of January, 
the PDTC was offered concession rights by the Abu Dhabi sheikhdom to continue its 
activities related to oil refining, extracting, and processing in the region for a period 
of 75 years. 
The oil exploration in the region suffered numerous setbacks due to which the 
industry took quite a lot of time to actually emerge as one of the most renowned and 
well-equipped oil industries in the world. The first obstacle it faced during the 
seminal years of its origin was in the form of the Second World War. After this 
setback, the focus was shifted towards Qatar where the IPC was searching for new 
and potential oil fields that could be tapped into. The exploration for oil fields in 
Qatar started in the year 1949. On the other hand, the inherent knowledge that the 




characteristics of the region was very limited, due to which the establishment and 
development of oil refineries suffered major obstacles. Moreover, during this time 
period the sheikhdom of Abu Dhabi as it is known today was no larger than a small 
village, with barely enough roads for commuting (Hults, Thurber, & Victor, 2012). 
Finally, after somehow overcoming these major setbacks, the drilling for oil reserves 
in the area began around the year 1950. On the other hand, even though the drilling 
had began, the inherent search for oil was a much tougher task, which went on for 
quite a long time after that.  
The company came close to hitting jackpot in the year 1953, when they came 
across a potential oil well in the village of Murban, in a location known as Bab field. 
However, the operation had to be abandoned due to the prospect of mechanical 
difficulties in terms of the extraction process in that area. Hence, even though that 
area had large potential reserves of oil, mechanical and technical difficulties resulted 
in the operation being abandoned. However, the company kept up its perseverance 
and resumed drilling and extraction activities in the area in the year 1960. 
Eventually, this field proved to be one of the most profitable oil fields with large 
reserves of oil being found in the area. The company capitalized on this area and 
started building up the export operations from this area in the year 1963. After the 
success that it enjoyed in this area through the start of export of oil and petroleum, 
the PDTC renamed itself Abu Dhabi Petroleum Company or ADPC. 
In the years following the discovery and extraction of oil from this particular 
area, as well as other companies setting up oil refineries and extraction rigs in 
various offshore areas, the company focused its attention onto Abu Dhabi to discover 
and capitalize on the potential oil reserves in this region. On the other hand, the 




them responsibility as well as the opportunity to drill and extract oil from the 
potentially rich areas on the continental shelf which was a part of the Emirate as a 
whole. The companies which were granted concession to exploit and utilize the 
continental shelf for exploration of oil deposits included Abu Dhabi Marine Areas 
(ADMA) Limited, which was an offshoot of the collaboration between two major oil 
giants, included French oil company Compagnie Francais des Petroles and British 
Petroleum, both having one-third and two-third shares in the company respectively. 
The other company, which, was given concession to explore the continental shelf 
was the International Marine Oil Company. This company was given the concession 
rights to the shelf before ADMA, but failed to produce any necessary results 
(uae.superbrandsmena.com, 2015). During this situation, the concession rights were 
then granted to the Abu Dhabi Marine Areas Limited in the year 1954. In the year 
1959, ADMA finally struck black gold on the Umm Shaif shelf, which was located 
deep into the gulf close to the island of Das, which was 80 miles from the coast. The 
first exports of oil started from this region in the year 1962, when large shipments of 
the oil were loaded and distributed from Das Island to other areas of the gulf as well 
as other countries. 
The discovery of both onshore as well as offshore sites for extraction, 
refinement, and distribution of oil ushered Abu Dhabi into the books in terms of one 
of the large-scale producers of the valuable and precious natural resource. The 
production capacity of the region grew from a negligible zero barrels in 1960 to an 
immense 102.8 million barrels by the year 1965, which is immense growth when 
compared to the amount of oil extracted, refined, and distributed in the span of five 
years (adnoc.ae, 2015). This number grew immensely and more intensely over the 




year 1970. Eventually, by reaching this particular mark in terms of the amount of oil 
produced and distributed from this region, Abu Dhabi became the largest player in 
the oil industry among the other states that made up UAE.  
2.12.4 The Rise of ADNOC 
By the late 1960s, the state of Abu Dhabi was plagued with a problem that 
had previously affected all the other states as well. This was the problem associated 
with major ownership of most of the oil refineries in the area belonging to foreign 
assets and interests. In order to stabilize this internal conflict between the interests of 
the state and the foreign interest, a deal was struck between both the Abu Dhabi 
Petroleum Company and Abu Dhabi Marine Areas Limited, wherein both the 
companies would garner equal profits from the distribution of oil from the area as a 
whole, where each company would benefit from a 50-50 profit sharing agreement in 
terms of the overall profits gained through the industry as a whole. Both the 
companies were presented with this agreement and became a part of it in the years 
1965 and 1966 respectively (adnoc.ae, 2015).  
However, the government of Abu Dhabi, keeping in mind the interests of the 
state as a whole as well as the inherent ways in which the state could benefit from the 
ever-growing oil industry, decided to set up the Abu Dhabi National Oil Company in 
the year 1971. This was a company, which was completely owned by the state of 
Abu Dhabi itself, which had complete rights and ownership of the company as well 
as the profits incurred through it. Once ADNOC was set up, it formulated as well as 
modified its inherent principles of working and distribution of the precious resource 
according to the policies that were a part of the agenda presented by the Organization 
of Petroleum Exporting Countries which was set up in the year 1960. The policies of 




foreign industries that worked in the region. According to this principle stated by the 
policies of OPEC, ADNOC established close relations with ADMA as well as 
ADPC, two of the major foreign interests, which operated in the oil industry 
indigenous to the state as a whole. By striking up efficient deals with these 
companies, ADNOC was able to garner up to 25 percent stakes in both of the 
companies and became a legal partner with them in terms of sharing of assets 
(adnoc.ae, 2015).  
Among the other member countries that made up OPEC, Abu Dhabi stood as 
one of the only countries that chose to maintain their relations with the foreign 
companies in the region, which had been given concessionary rights over the old 
fields that were discovered in the country. In accordance to this, Abu Dhabi chose to 
maintain close ties with the foreign oil companies, which were already established in 
the region previously instead of seeking to remove them completely. Thus, through 
ADNOC, the country of Abu Dhabi included both ADMA as well as ADPC as equity 
holders in the oil industry, which the company had envisioned in the region as a 
whole. Moreover, ADNOC chose to develop a web of equity holders in the form of 
other oil companies which had settled in the region, both majority as well as minority 
stakeholders, who had a part of the ownership of the oil industry as a whole. This in 
turn helped the Abu Dhabi government reach new heights in terms of production as 
well as distribution of oil in the region. This energetic collaboration between 
ADNOC and other foreign companies which were a part of the oil industry helped in 
the overall development of the industry and pushed it to a whole new level in terms 
of production value as well as total profit incurred. Through these myriad 
collaborations, ADNOC also ensured that each of the companies that had stakes in 




new areas for exploration of oil and petroleum deposits (adnoc.ae, 2015). Moreover, 
this proved to be a very profitable aspect for the industry as well as ADNOC, as they 
were able to retain 60 percent of profits incurred through successful ventures 
(adnoc.ae, 2015). 
ADNOC has successfully established several subsidiary companies, which 
have different specializations in their own specific sectors of the industry as a whole. 
One of these subsidiaries included ADNOC Distribution, which was set up in the 
year 1973. This subsidiary of ADNOC was basically created with the aim of 
ensuring proper marketing of oil products in the UAE as well as abroad. This aspect 
of marketing, which was in the hands of foreign companies in the region, was 
officially shifted to the Abu Dhabi National Oil Company upon its creation. Another 
subsidiary of the company that was formed in the same year of 1973, was the Abu 
Dhabi Gas Liquefaction Company. This company had numerous stakeholders that 
had ownership over it. ADNOC owned about 51 percent stake in the company, while 
companies like British Petroleum, Bridgestone Liquefied Gas, Mitsui and 
Compaigne Francaise des Petroles also had a percentage of stakes in the company 
itself. Other subsidiaries of the company included Abu Dhabi National Tankers, 
which ran a tanker fleet for transportation of oil from offshore refineries to other 
parts of the country and the world (adnoc.ae, 2015). 
2.12.5 New Developments and Restructuring in ADNOC 
The hardships and obstacles that ADNOC faced during its formative years as 
well as the developments that occurred throughout the years helped shaped its 
present position as one of the leading oil companies in the world. The years that 
really tested the perseverance and integrity of the company were the 1980s, which 




exception and eventually fell prey to the global crisis and other problems that were 
arising in the global oil industry as a whole. One of the main problems, which arose 
during this time, was the fact there was a large decrease in the demand for OPEC oil 
and petroleum resources. This decrease was estimated to be around 45 percent in all, 
which proved to be quite a large blow for the global petroleum industry as a whole 
(Gately, Adelman, & Griffin, 1986). The problem that plagued states like UAE, 
which were among the largest producers of oil and petroleum resources,	  was that the 
large bureaucracies that were associated with their inherent operations as well as 
infrastructure as a whole were very slow in terms of responding to the immediate 
circumstances that arose due to a subsequent decrease in the overall demand for the 
oil and petroleum resources which they were producing.  
In the year 1988, ADNOC considered serious organizational restructuring of 
policies and strategies as well as inherent hierarchy and industrial infrastructure that 
was a part of the company as a whole, in order to cope with the ever-changing 
circumstances that surrounded the company in the external market and global 
environment. The most major change related to the restructuring of the company as a 
whole was in terms of changing the administration as a whole. This inherent change 
in administration was aimed at reducing the amount of bureaucracy that was evident 
in the upper reaches of the infrastructural framework of the organization as a whole 
(Gately, Adelman, & Griffin, 1986). The department of petroleum, which previously 
ruled the decisions as well as the inherent direction of the company as a whole was 
completely abolished and a new and improved higher council was appointed in order 




Figure 2.2: The Difference Dimensions of ADNOC (adnoc.com, 2015) 
Another important aspect that was a part of the restructuring process as a 
whole was the creation of a new petroleum council which consisted of an 11 member 
team of individuals who were associated with the duty of ensuring that proper 
guidance was provided at the right times in order to counter impending 
circumstances which are bound to arise during periods of inherent and tumultuous 
surges in the demand, supply, and other aspects of the external environment which 
made up the market of the oil industry as a whole. This move of restructuring the 
inherent infrastructure of the company in order to make way for a new petroleum 
council in the place of the previous bureaucratic body which governed the decisions 
of the company, was in part associated with increasing the quality and as well as the 
inherent strength of the relations which the company maintained with its foreign 
counterparts in the region. Moreover, this move also brought the company closer to 
government control, which in turn helped the Abu Dhabi government to be more 




Through the process of better integration with the foreign companies that 
were a part of the region’s oil industry as well as a considerable change in the 
administration of the company as a whole, ADNOC was able to place itself in a 
highly competitive position with respect to the other companies, which formed the 
global oil industry as a whole. This considerable increase in the inherent quality as 
well as the efficiency of the administration as well as the relations, which the 
company had with its foreign equity holders, is apparent in the way the company 
performed in the 1990s. During this particular decade, the company entered among 
the ranks of the ten most efficient and successful oil production and distribution 
companies in the world. The considerable increase in the inherent efficiency of the 
company as a whole can be seen through the immense increase in the production 
capacity of the company after the restructuring processes were conducted and 
implemented. In the 1990s, it was estimated that the company reached a production 
capacity of about one million barrels of oil per day. Moreover, the company had such 
an immense amount of oil reserves at its disposal that it could continue production at 
these levels for the next century at least (Mohamed & Ennadi, 1995).    
The restructuring processes that were implemented in 1988 had numerous 
other beneficial effects on the overall operations as well as the inherent efficiency of 
the company. The restructuring process had heavily influenced the inherent 
efficiency that was observed among the operational affiliates of the company 
(meed.com, 1998). This inherent increase in the efficiency of the company’s 
operational affiliates also helped in considerably reducing the overall costs that were 
incurred during the production as well as the distribution of oil by the company. The 
inherent decrease in costs incurred during the production as well as the distribution 




during the production of one barrel of oil was the lowest price in the global oil 
industry as a whole.  
The massive scale of damage that was incurred in the Iraqi invasion to the oil 
fields and reserves in Kuwait helped to increase the competitive advantage that 
ADNOC was already gaining. This incident helped push ADNOC into the forefront 
of the oil industry in the Middle East during the period when Kuwait was in turmoil 
due to political instability. Another apparent obstacle or “speed bump” that 
threatened the inherent stability of the infrastructure of the company was the Arabian 
Gulf War. On the other hand, the company was much better equipped to handle this 
particular obstacle as it had already integrated a new petroleum council in the place 
of its old bureaucratic system, which refused to be adaptable to change. During this 
phase of turmoil, the company increased the production capacity at its offshore oil 
fields in the area of Upper Zakum, as well as the onshore oil reserves at Bab field. 
The company also started diversifying by concentrating on various aspects such as 
increased supply to domestic interest (adco.ae, 2015). The most important aspect of 
diversification in this case was apparent in the fact that ADNOC took up a number of 
large and diverse projects, such as increasing the supply of fresh water as well as 
electricity to various regions in the UAE as a whole. Moreover, the company also 
took up a number of offbeat as well as industrious projects such as collaborations and 
mergers with companies like the Finnish-Norwegian giant Borealis for the 
production of high-density ethylene and polyethylene, and the Japanese juggernaut 
Sumitomo trading in order to construct a plant worth 1 billion pounds which would 
look into aspects of producing aromatic chemicals such as benzene.  
Another major restructuring process took place in the company during 1998, 




expansion of the company occurred in a systematic manner and that their channels 
and pipelines spread to more and more benefactors, the company needed to undergo 
an upgrade in order to ensure smooth functioning and better efficiency in the same. 
This was also an important step in terms of increasing their ability to handle growth 
and development in the future. At the start, the number of subsidiaries, which were a 
part of the intricate web of companies were divided and classified under nine basic 
directorates. After the restructuring process, the company added 200 more positions 
in the management section of the company, while also increasing the number of 
directorates from nine to fourteen.  
After the restructuring processes were implemented, the focus of the 
company shifted onto its offshoot known as ADNOC Distribution. This subsidiary of 
ADNOC basically concentrated on the supply of lubricants, gas, and fuel to 
commercial airlines as well as the UAE military. ADNOC Distribution also had up to 
200 gas stations, which were a part of the network that made up the infrastructural 
framework of the company as a whole (Hults, Thurber, & Victor, 2012).   
Other than these aspects that the company took up in order to facilitate proper 
utilization of the restructured policies as well as infrastructural changes that were 
exercised as a part of those restructuring policies, ADNOC also committed itself 
heavily towards the aspect of expansion. Furthermore, another important aspect that 
the company concentrated on during the recent years of its development included the 
aspect of considerably increasing the inherent production capacity of the company as 
a whole. Moreover, another aspect, which the company focused on heavily during 
recent years, was to tremendously increase their export rates to regions in Southeast 
Asia and Japan. The company also used its inherent monetary gains in order to 




As seen from these measures, if restructuring processes are implemented in a 
systematic as well as holistic way, the inherent changes that a company experiences 
can be beyond all expectations. Moreover, through this case study on ADNOC, it is 
also understood that the inherent importance of restructuring can only be understood 
when a company goes through some form of turmoil in either its internal or its 
external environment. The crises and obstacles that the company faces during the 
years of development are the most important means of understanding the inherent 
areas where the company needs to strengthen itself. By uncovering the various areas 
which have to be strengthened, worked upon, or completely redefined, the 
restructuring processes can be designed in such a way so as to ensure that these 
essential aspects are considered during the implementation of new and improved 
policies. If these aspects are redefined and implemented in a systematic and efficient 
way, the scope for development and growth of the company increased ten to 
hundredfold, depending on the inherent restructured policies as well as the new and 
improved infrastructural aspects of the company as a whole. 
2.13 Abu Dhabi Local Government Sector 
There is one individual who can be attributed with founding the essential 
framework on which the UAE government has been built. This individual is the late 
Sheikh Zayed bin Sultan Al Nahyan, who was the first President of the UAE when it 
was forged from the union of the Trucial States into one self-sustained nation. Sheikh 
Zayed became the rule of Abu Dhabi in the year 1961, and was subsequently 
appointed as the President of the UAE in the year 1971. The involvement of Sheikh 
Zayed can be seen from the perspective that not only did he essentially build up the 




ensuring the union of the Trucial States into one nation under the flag of UAE 
(adec.ac.ae, 2015). He can also be credited with the inherent aspect of ensuring that 
the country moved forward towards globalization and modernization as a whole, 
while keeping in mind the inherent connection that the citizens of the country 
harbored towards their heritage and cultural beginnings.  
Sheikh Zayed has been credited with the implementation of some of the most 
ambitious procedures targeting the process of modernization, so as to keep the 
development of UAE in tandem with the best developmental practices, which were 
being practiced in terms of international standards. At the same time, Sheikh Zayed 
also ensured that the political hierarchy of the country was maintained in a stable 
way, by structuring the basic administration and ruling processes of the country with 
relation to the traditional forms of leadership, which were prominent in the nation. 
These principles and ways of leadership were passed down to Sheikh Khalifa bin 
Zayed Al Nahyan through his father, Sheikh Zayed, when he passed away in the year 
2004 after a bright and renowned tenure as the ruler of Abu Dhabi (adec.ac.ae, 
2015).  
2.13.1 Abu Dhabi Executive Council 
In order to assist the ruler of Abu Dhabi Emirate to govern the Emirate’s 
mandate, the Abu Dhabi Executive Council was established by HH Sheikh Khalifa 
Bin Zayed Al Nahyan. The Executive Council was aimed at management of affairs 
in Abu Dhabi emirate in a more concise and systematic way. The Executive Council 
is headed by the Crown Prince of the Abu Dhabi Emirate, HH Sheikh Mohamed bin 
Zayed Al Nahyan. The essential role that the Executive Council looks after is the 
overall supervision of the various departments that make up the government of Abu 




for various dimensions and realms of governmental duties, such as culture and 
heritage, food control, health, environmental sustainability, economic development 
in relation to pensions, and other such dimensions of activities.  
The members who form a part of the Executive council include the chairmen 
of various departments, which are under the overall control of the government of 
Abu Dhabi. In addition to these chairmen, there are other members who have been 
appointed to the Council by the Ruler of the Emirate. Moreover, the formation of this 
Executive Council is paired with the aspect of merging various government sectors 
and entities into one basic category, so as to make operations and management a 
more convenient aspect to handle. The grouping together of these 
departments/sectors/entities of the Abu Dhabi government under one particular niche 
has also ensured that the duties as well as the responsibilities related to these 
particular sectors are arranged in a more systematic and streamlined way, wherein 
the scope for overlapping is considerably decreased. This news has represented one 
of the major developments with relation to the government sector in Abu Dhabi, and 
further defines a new and more foreseeable vision as well as direction for the 
operations of the government of the emirate (ecouncil.ae, 2015). 
The Executive Council basically consists of these major realms of 
administration: the General Secretariat, Executive Affairs, and Committees. Out of 
these particular realms of administration, the General Secretariat is concerned with 
the most essential aspects of dealing with the different aspects of governance and 
other duties related to the same (adec.ac.ae, 2015). Among the myriad duties that 
have been assigned to the General Secretariat as a whole, the most essential aspect 
that they have to consider is the development as well as inherent implementation of 




governance as a whole. Moreover, the General Secretariat of the Executive Council 
is also concerned with aspects such as the development of an effective system of 
performance management, which can be inherently used to measure the appraisal of 
all the government entities, which come under the administrative realm as a whole.  
Among the essential departments that make up the different realms of the 
government as a whole, there are three main divisions under which the departments 
can be classified. These are the departments, which are either involved in the overall 
management of administrative tasks related to security, regulation, or advisory 
aspects. In this case, the departments, which can be classified under the dimension of 
security, include the Critical National Infrastructure Authority and the General 
Directorate of Abu Dhabi Police. The next dimension under the administrative flank 
of the Executive Council is the advisory aspect, under which fall departments such as 
Abu Dhabi Council for Economic Development, Abu Dhabi Tawteen Council and 
the Western Region Development Council. The last dimension of the administrative 
realm of the Executive Council is the one related with regulation as a whole, which 
includes departments such as Department of Transport, Abu Dhabi Sports Council, 
Abu Dhabi Tourism Authority, Abu Dhabi Education Council, Regulation and 
Supervision Bureau, Abu Dhabi Food Control Authority, and the Abu Dhabi Media 
Authority, among others (adec.ac.ae, 2015). 
Other than these respective departments, which are under the control and 
regulation of the Executive Council, there are 20 State-Owned Enterprises (SOEs), 
which form an important aspect of the whole governing body. Some of the essential 
SOEs which fall under this category include bodies like the Abu Dhabi National Oil 




Electricity Council, Advanced Technology Investment Council, Emirates Palace 
Company, and others. Under these SOEs, there are more than 150 subsidiaries  
 
Figure 2.3: The Various Sectors of the Abu Dhabi Government (adec.ac.ae, 2015) 
 







2.13.2 Abu Dhabi 2030 and Restructuring 
On the basis of a vision that was developed and inculcated into the 
government in the year 2006, an inherent road map was created with regards to 
achieving this particular vision. The road map for this particular aspect was through 
the process of considerable degrees of restructuring in the various sectors of the Abu 
Dhabi government, while the end product, which has been envisioned for this 
particular road map is the Abu Dhabi Economic Vision 2030.  
	  
Figure 2.5: The Economic Vision 2030 in a Nutshell (adced.ae, 2015) 
 
The Abu Dhabi Economic Vision 2030 essentially includes priorities and 
guidelines, which are in lieu of the immense rate of economic growth and 
development that has been a part of the economy of Abu Dhabi over the years. The 
implementation of these guidelines and policies are aimed at ensuring that the rate of 
socio-economic development in the country is increased to much greater levels than 




In consultation with the private sector as a whole, the Abu Dhabi government has 
taken a stride into the future by developing a 22-year plan in order to ensure that the 
required parameters and guidelines are implemented and maintained in all the sectors 
of the government so as to ensure that the inherent rate of efficiency as well as 
advancement is at a much higher rate than was ever evident in the economy before 
(ecouncil.ae, 2015). This strategy is also centered on the aspect of ensuring that the 
stakeholders in the various sectors of the government are moving at a consistent pace 
in order to ensure proper implementation of the required strategies and policies that 
are centered on the restructuring policies as a whole. The guidelines and parameters, 
which act as the necessary direction for the Abu Dhabi Economic Vision of 2030, 
were listed down in the Policy agenda, which was formulated in the year 2007. This 
agenda basically describes the inherent priorities, which have to considered and 
implemented in order to achieve the economy, which the government of Abu Dhabi 
has envisioned. 
Here are some of the basic aspects that the Economic Vision 2030 for Abu 
Dhabi will be looking to implement and develop 
2.13.3 Economic Development 
One of the most fundamental and concerted efforts of the policy agenda for 
the 2030 vision is related to the inherent development as well as diversification of the 
overall economy of Abu Dhabi. Some of the important aspects that the government 
seeks to implement through the new infrastructural policies and strategies that are a 
part of the restructuring process involve the creation of better opportunities for high-
value employment, maximizing the inherent involvement of women in the 
organizational workforce as a whole, as well as ensuring that the locals are provided 




The government is also planning to inculcate legislative reforms and 
intricately designed economic policies in order to ensure that a more sustainable and 
rapidly growing economic environment is maintained in order to ensure a higher 
incidence of entrepreneurial activities as well as inflow of investment from external 
sources. By enhancing the internal business environment of the country itself, Abu 
Dhabi will find it much easier and convenient for the economy to integrate itself into 
the global market environment. Once the economy has integrated itself successfully 
into the global market as a whole, there will be no waiting for the inflow of both 
domestic as well as international investments (ecouncil.ae, 2015).  
2.13.4 Human and Social Resource Development 
On the basis of the specifications that were mentioned in the Policy agenda, 
the development of human as well as social resources can be seen as the driving 
force behind most of the other policies and strategies that have been developed and 
integrated into the agenda as a whole. One of the most important aspects that the Abu 
Dhabi government will be concentrating on in this case will be the provision of a 
skilled and well-equipped workforce in order to ensure that all the sectors of the 
government are well staffed with self-sufficient workforce. The government will also 
be ensuring that the inherent aspects of ethics and workplace culture are also taken 
into consideration during the management of human resources. One of the major 
aspects that have to be maintained in order to ensure sustainable utilization of human 
resources as well as the setting up of a stable work environment and culture will be 
to ensure that the labor laws of the country are cohesively established and 




2.13.5 Development of Infrastructure and Maintenance of Environmental  
Stability 
The government has to ensure that the inherent increase in advancement of 
infrastructure is coupled with an ever-increasing stability in terms of the balance 
between technological advancement and environmental sustainability. In this case, 
the inherent area of infrastructural development would include aspects like the 
integration of more advanced transport systems and urban planning models, along 
with the development of outlying areas of the country where environmentally stable 
options for promoting the indigenous development of the countries regions is also 
taken up. Other aspects with regards to development of infrastructure include the 
advancement of security measures in the cities, while ensuring parallel development 
of environmentally stable infrastructure in both the capital as well as the regions 
(ecouncil.ae, 2015). 
2.13.6 Optimization of Operations 
The final and most important aspect that has been defined by the Policy 
Agenda involves ensuring the inherent increase in the inherent accountability as well 
as the efficiency of the operations conducted by the Abu Dhabi government itself. 
This process will basically involve a thorough review of all the operations that are 
handled by the government in the various sectors that it handles and coordinates 
with. This extensive review process has already started, with inherent results and 
observations becoming evident in the present day operations themselves.  
Numerous initiatives have been mobilized and implemented, especially on 
the rapidly growing and highly economic digital platform. This has spawned 
numerous initiatives on the digital front, such as the development of e-government 




allotted to the private sector as a whole. At the same time, the government will also 
take up the review of law making procedures as well as the bodies involved in the 
law-making aspect as a whole, in order to ensure maximum efficiency and 
convenience in the same.  
2.13.7 Examples of Restructuring in Abu Dhabi Government Entities 
In the year 2006, Sheikh Khalifa Bin Zayed Al Nahyan launched one of the 
most comprehensive processes of restructuring across all major departments of the 
Abu Dhabi government. The inherent goal of the restructuring process as a whole 
was to ensure that the structure of the Abu Dhabi government was condensed into a 
more cohesive and structure, which would cater to the provision of first-hand 
services to the residents of the country with maximum efficiency. Moreover, the 
process of restructuring that was undertaken in 2006 also aimed to place Abu Dhabi 
among the five top governments from around the world. 
Out of the several departments, which were restructured, one of the most prominent 
cases of restructuring was with regards to the Judicial Department of the country, 
which was considered for restructuring through a series of laws, namely law 23 
issued by the ruler of Abu Dhabi. The law which was issued for the restructuring of 
the department as a whole was seen as the first step for ensuring that the Judicial 
Department was established as one of the most adept and efficient ways of delivering 
swift and smooth justice without the prejudice and partiality that is reminiscent of 
obsolete judicial structures. 
One of the important aspects, which were dictated by the law itself, was that 
the Judicial Department of Abu Dhabi be headed by the presiding executive who was 
associated with the functioning of the Court of Cassation. This Court of Cassation is 




judges, consultation on matters related to aspects such as public prosecution and 
judiciary, as well as approving secondments and promotions in courts. 
The restructuring process also implemented the concept of the formation of 
certain vessels of delivering justice known as the Courts of First Instance, Appeal, 
and Cassation. These courts are basically associated with departments and concepts 
including administrative, criminal, personal status circuits, commercial, civil and 
other aspects, which were to be considered on the basis of the decisions and 
recommendations issued by the Judicial Council itself.  
Other aspects which were pointed out by the law included the inherent 
qualifications which were desired of staff that were a part of the courts under the 
Judicial Department of Abu Dhabi. The restructuring process also resulted in the 
creation of a Public Prosecution, which was backed by a sufficient number of 
members headed by the Attorney General. The restructuring process also ensured 
that the Judicial department was divided into two sections, namely one division 
associated with judicial inspection and another associated with implementation or 
execution. The division of the Judicial department associated with implementation or 
execution has the inherent duty to ensure that judgments are enforced in a systematic 
and structured way and is also associated with aspects such as provision of judicial 
services in general. On the other hand, the division associated with judicial 
inspection conducts regular bouts of intervention as well as observation in order to 
gauge the inherent quality of working that is exhibited by the judges and the staff of 
the judicial system of Abu Dhabi as a whole (adjd.gov.ae, 2015). 
The restructuring process also looked into the aspect of ensuring that the 
duties as well as the inherent aspect of immunity with relation to judges were 




hearings is maintained. This aspect of immunity is essentially aimed at ensuring that 
the integrity and independence of the Judiciary is maintained and followed in a 
systematic and holistic way. While this aspect of the restructured policies and 
strategies ensure that the judges enjoy considerable degrees of immunity, the policies 
also state that they are also responsible for any type of negligence in duty, for which 
they will be held accountable (adjd.gov.ae, 2015). 
Another example was the establishment of the Abu Dhabi Education Council 
(ADEC). The main body, which is associated with the educational sector of the 
government in Abu Dhabi is the Abu Dhabi Education Council or ADEC. This sector 
was established under the guidance of Sheikh Khalifa Bin Zayed Al-Nahyan, who 
was one of the main forces behind the mobilization and the inherent development of 
the sector as a whole. The entity was established on the basis of a law passed in 
2005, known as the law No. 24. The main focus of the government entity associated 
with the educational sector of Abu Dhabi as a whole is the development of 
educational facilities as well as institutes in the region of Abu Dhabi in order to 
ensure that the educational industry is self-sustained as well as efficient in terms of 
its functioning. Moreover, the sector is aimed at implementing new and improved 
policies as well as strategies in order to help make education more effective as well 
as an innovative practice (adec.ac.ae, n.d.).  
Out of the many restructuring processes that this particular government sector 
has undergone, some of the most essential ones include the granting of complete 
autonomy of both administrative as well as financial rights and competence. 
Moreover, these restructuring processes also granted the educational sector of the 
Abu Dhabi government unrestrained legal rights. Other essential policies which were 




initiated in this sector included aspects such as the creation of an intricate database of 
all educational institutions registered under ADEC, development of holistic 
coursework so as to benefit students to the highest degree, preparation of a 
wholesome strategy that would look into the aspect of human resource management 
in educational systems and institutions, implementing new and improved standards 
for educational institutes and their curriculum, as well as the implementation of some 
basic and essential criteria that would inherently be required for the efficient 
functioning of the education system in Abu Dhabi as a whole.  
The group of individuals that forms the main governing body of the Abu 
Dhabi Educational Council is tasked with the responsibility of ensuring that proper 
schedules have been set up with relation to the examinations conducted at the end as 
well as the start of an academic year. Other than this basic responsibility, the council 
is also associated with aspects such as ensuring the setting up of dates such as official 
holidays as well as determining official working hours of faculty members and 
students in educational institutions. Moreover, the council also has the inherent 
power to set certain measures as well as standards related to aspects such as 
supervision as well as the inherent profession of teaching and training in educational 
institutes in Abu Dhabi (adec.ac.ae, n.d.). 
Other than the setting up of different strategies and implementing them, the 
council is also tasked with the responsibility of ensuring that necessary measures are 
taken in order to ensure that the quality of education is maintained to a high degree. 
Moreover, the council is also required to implement and maintain benchmarks that 
cater to the evaluation of individuals working in the sector as a whole. The council 
also possesses the inherent power to reach out to private as well as public firms and 




with them for the purpose of setting up academic institutions as well as inculcating 
the aim of ensuring the development of human resources through these initiatives 
themselves. 
The council also looks into the aspect of helping develop the realm of 
education for adult citizens in the country. Another important aspect that the council 
takes care of inherently is ensuring that degrees and attestations, which have been 
issued by government as well as non-government entities, are evaluated and 
processed in terms of their inherent quality as well as functionality. These are some 
of the inherent additions in terms of duties and responsibilities that have been 
implemented in the council in order to ensure that the overall efficiency and 
functionality is maintained and sustained through the years of its development 
(uaeinteract.com, 2008). 
2.14 Research Framework and Hypotheses 
Based on the previous literature review, and in order to answer the research 
questions and meet the research objectives stated in chapter one, the following 
conceptual framework Figure 2.6 is developed. It consists of the constructs and 
variables, which are categorized into three dimensions/stages, namely adoption, 
implementation, and perception. Each stage contains five variables. These variables 
will be measured through operationalization, in which existing theories are converted 
into measurable variables using statistical inference by testing hypotheses and hence 





Figure 2.6: The Theoretical Framework 
	  
2.14.1 Adoption: Main drivers for Restructuring 
According to the theoretical evidence that has been previously gathered as 
well as the inherent study of semi-government and government entities in Abu Dhabi 
and the main reasons for restructuring in these organizations, the following variables 
have been enumerated with relation to this particular dimension, which namely 
enumerates the main aspects which are directly concerned with the need for 
restructuring in any particular organization. 
Strategy Deployment: This aspect is one of the foremost reasons due to which 
restructuring is initiated in an organization. This basically involves the restructuring 
of existing policies and strategies that have already been integrated into the 
framework of the organization, in an effort to better them and increase the overall 
productivity and efficiency of the organization as a whole. This usually includes 




implementation of new ones, all aimed at bettering the inherent way in which an 
organization works (Smith, 2002). 
The effectiveness of strategy deployment can be measured by understanding 
and evaluating overall performance of the organization during the organizational 
restructuring process, using set long term as well as short term goals with regards to 
manufacturing efficiency and other parameters. In order to ensure that the overall 
effectiveness and efficiency of the established means of strategy deployment are 
understood and analyzed there need to be certain parameters which have to be 
considered (Hacker & Washington, 2004). These include the following: defining 
specific goals and result areas, defining intricate objectives, defining measurement 
processes in order to ensure self-realization and progress checks, putting in place 
well-defined review systems, defining and upholding essential responsibilities, and 
consistently gathering evidence to ensure continuous improvement (Porter, 2008).  
Another essential way of measuring the effectiveness of strategy deployment 
during the process of organizational restructuring is through the technique known as 
Hoshin Planning. According to this process, there are essentially three ways in which 
the effectiveness of a strategy deployment procedure can be gauged. This can either 
be done by classifying them into strategy management modes, such as Reactive 
mode, Proactive/ad hoc mode, and Planned/Systematic mode (Zairi & Erskine, 
2012). In the reactive mode, the strategy deployment usually takes the form of 
discontinuous strategy measures and initiatives, which usually are the by-product of 
inadequate preparation. Due to this, when essential structures and frameworks start to 
fail, panic sets in. According to Saunders, Mann & Smith (2007), this type or mode 
of strategy deployment is usually used or resorted to in environments where 




manufacturing is prevalent. In these situations, companies can actually afford to 
utilize this kind of strategy deployment method as it does not involve high degrees of 
risk. 
The other type of strategy deployment method that is described in the Hoshin 
Karni methods is the proactive mode of strategy deployment. In this mode of strategy 
deployment, the name of the game is change, where companies essentially practice 
the pursuit of ever-changing principles and policies of working in order to find that 
elusive sweet spot. On the flipside, this kind of strategy does not involve any kind of 
central plan as such, due to which it essentially takes on the mode of a trial and error 
method. These changes are essentially brought about by the research and 
development department of the company, due to which they do not necessarily stick 
to the strategic framework of the organization as a whole (King & Teo, 1999). 
Hence, these changes may appear quite random if seen from an observer’s point of 
view.  
The third type of strategy deployment method is the one known as the 
planned or systematic approach towards the aspect of strategy deployment. This is 
the prevalent type of strategy deployment mechanism, which is used in organizations 
of today. The most essential aspect in terms of this is the fact that the planned or 
systematic approach towards strategy deployment involves the use of a systematic 
way of managing bouts of discontinuous change. The first aspect in this process of 
management is the process of formulation of the entire strategy as a whole, so that it 
takes into consideration the future of the organization as a whole and views its 
growth and development as the focal point of the same (King & Teo, 1999).   
Change in Market Environment: This aspect basically involves a change in the 




entity. It implies that the business has to restructure its internal policies and strategies 
in order to efficiently tackle changes in the external environment, which may 
threaten the efficiency and the inherent productivity of the business as a whole. The 
changes in the external market may include the alignment with government strategic 
goals, the inclusion of a new and powerful competitor to the business, the release of a 
new and innovative product into the market, or a substantial change in consumer 
behavior or preference as a whole (Tomasello, 2002).  
Some of the aspects of the external environment which have a large impact 
on the overall working of an organization include the inherent demographics of the 
market, the political and technological impacts on the market with regards to new 
innovation, advancement and changes in the same, as well as aspects like the impact 
of competitors and natural resources in the market as a whole (Armenakis, Harris, & 
Mossholder, 1993). All of these aspects have a direct impact on the overall demand 
of a particular service or product, which an organization is propagating. 
One of the most essential and efficient ways of understanding the overall 
impact of external market factors, as well as understanding the rising and falling 
trends in these factors, is the practice of environmental scanning. Essentially, the 
aspect of environmental scanning involves the study of the external market 
environment in order to understand the various trends and fluctuations which are 
inherent in the environment as a whole, with relation to the various aspects that have 
a direct influence on the working and the overall efficiency of the organization as a 
whole.  
The practice of environmental scanning involves the following aspects: 
information needs, information seeking and lastly, information use. In terms of 




the scanning process as a whole (Choo, 2001). In other words, this practice is 
directed at understanding the various pieces of information which would be needed 
to comprehend and measure the impact of various external environmental factors on 
the organization as a whole (Argyris, 1993). In the case of most environmental 
scanning procedures, the main focus is essentially directed towards factors such as 
prevalent economic conditions in the market, the number and nature of competitors 
in the market, the political, technological, and social trends prevalent in the market, 
and factors related to the behavior of consumers as well as suppliers.  
According to Choo (2001), information seeking involves the overall aspect of 
seeking as well as gathering data for the environmental scanning process. This has 
two basic realms of consideration, namely the preferences and sources, which are 
used for the scanning purposes, and the essential methods which are used. In terms of 
sources and preferences, most researchers opt for both impersonal and formal 
sources of information, as well as personal links through which information about 
fluctuating market trends can be gathered, which are usually the preferred sources for 
these types of information. In terms of the methods, which are inherently used by 
researchers for the scanning of external market environments, the most efficient and 
widely used ones include active modes of market analysis such as conditioned 
viewing, as well as active forms of environmental analysis such as conditioned 
viewing and searching. 
Authors like Formosa (2008), have resorted to the use of assigning indexes to 
certain variables which have to be considered during the aspect of measuring the 
overall efficiency of the market environment of a partcular organization as such. The 




overall efficiency of a market, include the measuring of the inherent efficiency of 
realms such as the financial markets, the labor market and the goods market. 
Statutory and Legal Compliance: This aspect relates to the conformation of the 
legal or statutory requirements. For example, the government may mandate some 
government entities to enforce new policies, which may require certain new 
authorities and a legal position to be allocated to these entities in order to manage 
such commitments. This new mandate may force organizations to restructure in order 
to have the right framework and needed capabilities to do this.  
In case of compliance to legal and statutory elements, organizations can 
effectively enhance the efficiency of their restructuring procedures by staying within 
the constraints or limitations of legal and regulatory processes and rules. The most 
efficient way to do this is by adopting a Governance, Risk and Compliance (GRC) 
perspective towards the aspect of restructuring as a whole, which essentially means 
approaching restructuring through governance, risk, and compliance. The following 
of GRC is especially effective and in fact, essential during procedures such as 
mergers, acquisitions and other such processes involving a strong legal backdrop. 
The overall exposure of GRC that an organization gets, which in other words means 
the overall effectiveness of the adoption of governance, risk, and compliance as 
essential parts of the working of an organization, can also be assessed in order to 
understand how well the corporate entity is doing in terms of legal compliance. The 
measurement of GRC exposure is essentially done by gauging the increase in 
efficiency and effectiveness of the working of an organization after a merger, 
acquisition, or any such restructuring process involving legal compliance. The 
effectiveness of the procedure can be gauged by taking into consideration the pre and 




GRC has been quoted as being an apparent strategy to make the most 
efficient and effective use of the legal and statutory compliances, which an 
organization has to adhere to. On the other hand, there are several aspects, which 
have to be considered in order to understand how efficiently an organization utilizes 
the aspect of GRC for its own benefit. According to Frigo and Anderson (2009), one 
of the foremost steps in order to ensure the efficiency of the GRC implementation 
technique is to coordinate all the different GRC functions with each other. The 
strategy used in order to coordinate between the different GRC functions should then 
be discussed with the management and the board of executives of that particular 
organization. Other aspects involved in the successful utilization and implementation 
of a GRC policy involves the utilization of initial opportunities which may arise 
during the process, developing the initial plan for the project as a whole, drafting a 
risk policy, executing the plan, revising the overall vision behind the plan, finalizing 
the policy for risk management, approving the plan for risk management and 
structuring, and completing the project as a whole.   
Downsizing: This aspect basically involves the rearrangement of assets in a 
corporate situation or entity. The corporate assets in this case can mean anything, 
from a portion of the employee workforce to a portion of the whole business or 
organization as a whole (Dalton et al., 1996). Hence, this aspect may involve the 
removal of a certain part of the employee workforce from the organization, shifting a 
part of the employee workforce from one organizational level to another, or the 
removal of a particular part of the firm or corporate venture. This aspect is mainly 
done in order to reduce costs and to increase the inherent number of services that the 




The overall effect of downsizing on the process of organizational 
restructuring has been assessed in terms of the inherent way the organization deals 
with the loss of a part of the employee workforce or any particular division of the 
organization as a whole (Cameron, 1994). This inherent aspect of the organization 
and the way it adapts to the process of downsizing is measured and established by 
comparing the overall efficiency as well as progress of the organization before and 
after the downsizing procedure has been put into place (West, 2000). On the basis of 
this, the following aspects signal a substitution for the overall process of downsizing, 
having either positive or negative connotations. One of the negative impacts that can 
arise due to downsizing is the aspect of decline, where the organization is not able to 
handle the decrease in the employee workforce or the loss of a department as a 
whole, due to which the progress of the entity is either stalled or even depreciates 
over time. Another negative connotation or by-product of downsizing can be in the 
form of non-adaptation (Tomasko, 1987). According to Messmer (2006), this aspect 
involves the inability of the organization to cope with the change in its internal 
working, due to which it remises back to either its previous state of efficiency or 
worsens it much more. 
Another important way in which the efficiency of downsizing procedures in 
an organization can be assessed is by understanding the inherent effect that the 
process as a whole has on the employees of the organization (Sherman, 2006). 
According to authors like Buch (1992) and Edwards (2005), the aspect of downsizing 
has a large pyschological effect on the employees, which gives rise to elevated levels 
of stress and mental dissonance, which in turn heavily affects the inherent 
productivity and efficiency of the employees as a whole. This further puts a huge 




giving rise to several bouts of tension between the two parties. Therefore, a 
successful downsizing procedure can only be elicited once the employer understands 
the inherent feelings and needs of the employees and tries to balance these with the 
inherent needs of the organization as a whole, so that both are in tandem with each 
other. 
Enterprise System Change: This aspect basically involves an organizational change 
with relation to the inherent technology being used in the organization as a whole. 
The most basic technological aspect that is carried out is essentially replacing the old 
hardware and software systems that were present and prevalent in the organization 
with more advanced instruments and technological aspects. This basically involves 
the upgrading of the old legacy systems of the organization with new and improved 
Enterprise systems. This aspect is basically done in order to increase the 
technological efficiency of the organization as a whole, due to which there is 
considerable decrease in downtime and operating expense. This is more relevant to 
organizations that provide services to the customer and community as a whole (Klaus 
& Blanton, 2010).  
There are three basic ways listed for the measurement of the inherent impact 
on efficiency that would be warranted by a change in the Enterprise Systems of an 
organization. The first way of assessing the effectiveness of this change is to build a 
system that is based on the information system, which is being considered to be 
established in the organization. The working of this system would be like a “demo” 
or “trial-run” to gauge the effectiveness of the system as a whole. The second way of 
assessing the effectiveness of an Enterprise System change would be to actually 
develop a model based on the proposed information system to be established in the 




the inherent efficiency that would be plausible once the change is actually facilitated. 
The third and less preferred way of establishing and understanding the inherent 
effectiveness of an Enterprise System change would be to take the opinion of a third-
party individual, which would be considered and analyzed before the change is 
implemented (Cane, 2007).   
According to authors such as Bonnet (2015), most of the essential efficiency 
measurement techniques regarding Enterprise Systems as a whole involve two main 
aspects. These are the inherent agility and the overall alignment of the Enterprise 
System as a whole. As per the definitions referred to by Overby et al. (2005), the 
agility of an Enterprise System essentially indicates the overall ease with which it 
tunes into the aspect of internal as well as external environmental change in an 
organization. In other words, the agility of an Enterprise System can be defined as 
the inherent ease with which it can be integrated into the organizational framework 
along with the old legacy systems. On the other hand, the overall alignment of an 
Enterprise System, as described by authors such as Luftman (2000), involves the 
overall assessment of maturity of a particular Enterprise System. The measurement 
of maturity is conducted by taking into consideration five main aspects. These 
include the inherent efficiency with which the communication between IT and 
business occurs in an organization, the inherent way in which the organization 
understands the inherent value of this communication, the efficiency with which the 
allocation of IT resources is done within the organization, the relationship between 
the IT providers and the business as a whole, the maturity of the overall architecture 
of IT employed by the business as a whole, and the overall efficiency of the 





2.14.2 Implementation: HR Role in Organizational Restructuring 
This dimension basically explores the inherent ways in which the HR 
department plays an almost invaluable role in ensuring that restructuring processes in 
organizations occur smoothly and ensure the formulation as well as the 
implementation of new and improved strategies. The basic variables/factors, which 
the HR department is associated with, are as follows. 
Channelizing Information: This is seen as one of the most important as well as one 
of the most widely accepted roles of the HR department, with relation to the success 
of any organizational restructuring process. The HR department acts as an essential 
communication link between the top executive level of the organization and the 
lower employee workforce level of the organization. In other words, the HR 
department has the duty to communicate all the essential information, which is 
passed down by the top executive management and to ensure employee involvement 
in order to facilitate wholesome change in the organization (Floyd & Wooldridge, 
1997). 
One of the most effective ways of gauging the inherent efficiency of the 
middle management in channelizing and funneling information from the top 
executives to the employee workforce is by comparing the difference between the 
strategy initiation at the higher levels of the organization and the overall response 
that the employee workforce exhibits with relation to the strategy. The overall 
satisfaction, as well as the inherent engagement that the employees exhibit towards 
the strategy and its implementation, are some of the most effective ways in which the 
clarity of information being channeled across the levels of the organization can be 
understood and evaluated. The engagement as well as the overall satisfaction of the 




the nuances of the strategies in a subtle yet completely comprehensible manner 
(hbr.org). 
According to authors such as Widhiastuti (2012), the inherent way in which 
the strength of communication can be gauged between the upper and lower levels of 
the organization is by understanding the inherent barriers, which cause any kind of 
obstruction in the same. In this way, by observing the discrepancies during the 
communication process as a whole, one can get a clear understanding as to the 
inherent efficiency of the same, along with the aspects which need to be considered 
in order to ensure that the flow of communication remains unobstructed to a large 
extent. According to authors such as Larson and King (1996), the inherent way in 
which communication within an organization can be strengthened is by ensuring that 
the inherent distortion in the communication is reduced to a large extent. This can be 
done by ensuring that the involvement of the middle management is reduced during 
the information dissemination process. On the other hand, this is an inherently 
fallible approach, which can in turn cause the birth of many more problems. In this 
case, a more practical and applicable way by which the prospect of communication 
can be strengthened within an organization is by ensuring that the mode of storage as 
well as passing on of information within an organization is made more efficient.  
Strategy Initiation: This is one of the lesser-known but almost invaluable aspects, 
which the middle management/HR department is concerned with. This basically 
involves the HR department sorting out the formulation of strategies with the top 
executive management of an organization (Floyd & Lane, 2000). This implies that 
HR conveys the most effective policies and strategies that can be implemented in the 




changes, further ensuring an increase in overall productivity and efficiency at all 
levels of the corporate structure. 
The role of the middle management including HR managers cannot be 
underestimated in the aspect of strategy initiation as a whole. There are several 
methods, which have been used to measure the inherent success or effectiveness of 
strategy initiation, including the use of surveys and interviews to understand how 
intricately the middle management is involved in the initiation or formulation of 
strategies during the process of restructuring. This can be measured by gauging their 
inherent knowledge about the strategies as a whole, including their inherent 
contributions during the formulation of the same (Gioia & Chittipeddi, 1991). Other 
aspects which have been measured by researchers in order to gauge the inherent 
effectiveness of strategy initiation in an organization include measuring the time 
period between initiation and implementation of the restructured strategies, as well as 
the overall clarity that exists between the middle management and the top executive 
officials with regards to the newly formulated strategies and their subtle intricacies. 
One of the most efficient ways in which the inherent aspect of strategy initiation can 
be measured is by understanding the amount of clarity, which exists between the 
upper levels of the organization and the middle management (Dutton & Duncan, 
1987). Moreover, the real measure of efficiency can only be understood by 
comprehending the inherent amount of clarity with which the information is passed 
down from the middle management to the lower levels of the organization. This can 
be in turn measured by the inherent involvement of the employees in the strategy 
implementation process as well as the overall involvement of the middle 




Ensuring Adaptability: This aspect is associated with the inherent role that the HR 
department plays with relation to the employee workforce during the process of 
organizational restructuring. This means that HR is charged with the role of ensuring 
that the employees are comfortable, motivated and compatible with the changes in 
policies, strategies or Enterprise Systems in the organization (Rajagopalan & 
Spreitzer, 1996). The HR department is supposed to ensure adaptability by providing 
the workforce of the organization with adequate training and essential information, 
which they may need in order to adapt to the changes in the organizational structure 
and function as a whole. This point also involves the use of survey questionnaires 
and interviews to gauge the inherent effectiveness with which the employee 
workforce has adapted to the newly integrated strategies. After the strategies have 
been implemented and integrated into the organizational framework, the employees 
themselves are usually analyzed in terms of their effectiveness and abilities to 
establish flexibility with the newly established infrastructural framework (van den 
Heuvel, Demerouti, Bakker, & Schaufeli, 2013). Moreover, the overall satisfaction 
as well as the inherent engagement of the employees is also measured using surveys 
and questionnaires in order to comprehend the degree to which they have been able 
to adjust and adapt to the new strategies and changes in the organization as a whole.  
An important strategy for the measurement of the inherent adaptability that is 
prevalent among the workforce of an organization can be gauged through the process 
of indexing the variables involved in the same (ec.europa.eu, 2009). One method 
which has been designed for this is known as “Adaptex,” which is essentially an 
index which has been designed for the purpose of measuring the variables involved 
in gauging the inherent adaptability of a workforce in an organization towards any 




Integration of Strategy: This umbrella aspect basically covers the most important 
role that HR shares, which is to ensure smooth implementation of the new strategies 
and policies. This is especially necessary to ensure that the employees at different 
levels of the organization do not reject the change (Balogun & Johnson, 2004). 
Moreover, HR has to take into consideration the needs and inherent abilities of the 
employees of the organization while formulating policies for the restructuring of the 
organization with the top executive management, in order to avoid resistance to the 
change  (Ban & Gossett, 2010). 
The overall effectiveness in terms of the integration of specific strategic 
measures can be gauged by measuring the inherent involvement as well as adeptness 
of the middle management in terms of the formulation as well as the overall 
implementation of these strategies (Brown, 2002). One of the best ways to measure 
this aspect is to conduct interviews as well as surveys regarding the inherent 
perception of employees towards middle managers from the perspective of 
implementation as well as formulation of change in an organization (Balogun & 
Johnson, 2004). 
Management of Change: This variable is related to the overall management of the 
restructuring project. The HR department needs to act as the facilitator and the focal 
point of the whole restructuring process including dealing with top management, line 
management, employees, and any third parties involved. Moreover, the HR along 
with concerned line managers need to deal with any interpersonal issues and 
emotional dissent (Stone, 2005). 
The overall effectiveness in terms of management of organizational 
restructuring can be measured by comparing and comprehending the differences in 




post the implementation of restructured policies and strategies (Balogun & Johnson, 
2004). Another important way to gauge the overall management of change in an 
organization is by establishing clarity about the involvement of the middle 
management in the process of restructuring, especially by taking into consideration 
the overall views that middle managers and line managers have towards the 
restructuring process as a whole (Bourgeois & Brodwin, 1984). 
Another important practice which can be essentially effective for the proper 
management of change implementation as a whole is by referring to case studies and 
learning from the mistakes and the success stories of other organizations which have 
undergone this procedure before (Currie, 1991). This can help managers get a good 
idea as to how the middle management as a whole has ensured the proper 
implementation of change as well as the inherent management of the same in other 
organizations.  
2.14.3 Perception of Line Managers, HR Staff and Organization Employees on 
the Role of the HRD in the Process of Organizational Restructuring 
This dimension basically looks into the various ways in which the perception 
of HR managers, line managers, and employees are affected during the process of 
restructuring. In other words, the variables related to this dimension basically involve 
the various aspects, which have caused an inherent change in the perceptions towards 
the role of the HR department in organizational restructuring, among the employees, 
line managers, and the HR managers of any particular organization. 
Transparency: One of the most essential ways in which the perception of 
employees, line managers, and HR managers towards the role of HR during 
organizational restructuring has changed is due to the increased transparency that 




this case, by ensuring a high level of transparency during their responsibilities, the 
HR department can exemplify the various invaluable contributions, which they make 
towards the proper formulation and implementation of organizational restructuring 
processes. This aspect has definitely had a huge effect on the perception shared on 
their role in the same (Argyris, 1993).  
The overall transparency that exists in an organization can be measured by 
understanding and assessing three basic elements of communication that determine 
the overall level of transparency in a particular institutional entity (Larson & King, 
1996). These three factors that make up transparency are disclosure, clarity, and 
accuracy. Researchers have conducted surveys consisting of a set of questions having 
only “yes” or “no” options, wherein the overall transparency of strategies and mutual 
understanding in the organization as a whole is evaluated (Schnackenberg, 2015).  
Clear Definition of Expectations: One of the most important aspects which have 
led to a diminishing of the inherent value of the HR department during restructuring 
processes is the lack of comprehension and understanding that exists between the top 
executives and the middle management in terms of expectations. By clearly defining 
the expectations that the top officials have with relation to the roles of HR in an 
organizational restructuring process, the HR can formulate essential policies and take 
certain measures in order to appease those expectations (Walker, 1986). Moreover, if 
their role is beyond the expectations of the top executive management, apparent 
measures can be taken in order to ensure that there is clear understanding between 
them regarding the same. 
In order to understand the expectations that the top executive officials have 
towards the HR department, it is necessary to understand the perception that they 




restructuring as a whole (Uyterhoeven, 1989). Moreover, it is also necessary to 
consider the inherent expectations that the employee workforce has in terms of the 
roles of the HR department and middle management when it comes to helping them 
adapt to new strategies and policies (Mantere, 2008). These expectations can be 
measured using calculated surveys and targeted interviews to understand the overall 
perception that is shared with regards to the middle management as a whole in any 
particular organization.  
Diversification of Roles: One of the most important aspects, which has led to an 
apparent change in the perceptions of line managers, HR managers, and employees 
towards the roles of HR in the process of organizational restructuring, can be 
attributed to the HR department transcending beyond its normal administrative 
duties. In this case, by taking up roles related to implementation and formulation of 
strategies, training of personnel to adapt to organizational changes, and ensuring 
changes in the Enterprise systems of an organization, the HR department has 
successfully ensured that the inherent traditionalistic view that exists towards their 
role of being an administrative body concerned with only the record keeping duties 
of the organization, has changed completely (Mohrman & Lawler, 1997). 
Diversification of roles with relation to middle managers as a whole is related 
to the fact that most employees view their roles as being more closely related to 
delegation of tasks between members of the employee task force (Uyterhoeven, 
1989). On the other hand, another perception that exists is that the middle 
management is actually a bridge between delegation of duties and completion of the 
duties by themselves. This ensures them the titles of both coach as well as player, 




One of the essential ways in which the efficiency of the diversification of 
roles of the middle managers and HR managers be measured is by understanding the 
perceptions that the employees of the organization have towards the roles of the 
middle management (Huy, 2002). The overall efficiency in this case is measured by 
the inherent balance, which is achieved in terms of the roles of the middle 
management. This inherent balance that exists in the realm of the roles of the middle 
management essentially indicates one between delegating tasks amongst employees 
and getting tasks done by them. 
Clear Communication:  By ensuring that there is no disparity and discrepancy with 
relation to the information being passed down from the top executive management to 
the employee workforce, the HR department has successfully ensured that the 
perceptions towards their inherent roles has changed immensely. Moreover, by 
clearly communicating expectations between the top executive management, and 
also ensuring clear communication of adaptability measures with the employee 
workforce of the organization, the HR department can heavily influence the success 
of the restructuring process and also change the inherent perceptions with relation to 
all the members and levels of the corporate structure (Waller, Huber, & Glick, 1995). 
The aspect of clear communication can be measured by understanding the 
clarity with which the information passes through the middle management from the 
top executive officials to the employee workforce. By assessing the inherent 
understanding of strategies and policies among the HR managers as well as the 
employee workforce through the use of surveys and questionnaires, one can 
understand the inherent strength and clarity of communication that exists between the 
upper and the lower levels of the organization (Waller, Huber, & Glick, 1995). The 




changes in the framework of the organization also allows for a substantially inclusive 
look at the kind of communication, which is prevalent in an organization 
(Widhiastuti, 2012). 
One of the most efficient ways in which the clarity of communication within 
an organization can be understood is by gauging the overall relationships between 
the members at different levels of the organization, especially between the middle 
management and the top executives of an organization (Maitlis, 2005). Moreover, the 
inherent levels of sociability which is maintained at the workplace in an organization 
is also an inherent reflection of the amount of clarity as well as the overall 
approachability that is prevalent across the various dimensions of an organization.  
Involvement of Employees: As highlighted by many authors in the literature, the 
success of any organizational restructuring is heavily dependent on how the 
employees of the organization react to it. Therefore, organizations need to ensure that 
employees at all levels are properly involved and are given the opportunity to 
contribute to such change through different initiatives such as seeking their opinions 
at certain stages of the project and establishing cross-functional teams. This would 
help obtain their buy-in and as a result, contribute to the success of the restructuring 
as a whole. This has definitely affected how employees and line managers perceived 
HR role in organizational restructuring (Mayer, Smith, & Whittington, 2003). 
The overall involvement of employees in the restructuring process can be 
assessed by measuring their overall satisfaction at the workplace, their inherent 
adaptability to the newly implemented frameworks as well as their engagement in the 





The degree of involvement of employees in the change making and 
implementing process can also be gauged by the number of committees, which are 
formed amongst them (Hoon, 2007). This does not necessarily indicate workforce 
unions and the like, but certainly takes into consideration aspects such as the inherent 
sense of community and unity, which is prevalent amongst the employee workforce 
as a whole. This can efficiently help gauge the degree of involvement of the 
employees in the process of organizational restructuring as a whole. 
2.15 Research Hypotheses  
The purpose of this research is to specify the main drivers leading 
organizations to undertake organizational restructuring, study the role of HR 
department in the process of organizational restructuring, and analyse the perception 
that line managers, HRD, and organization employees have towards HR role played 
during organizational restructuring.  Based on the previous literature, the 
organizational restructuring has been categorized into three main dimensions; (1) 
adoption, which determines the main reasons for organizations to restructure, (2) 
implementation, which looks at the role of HRD in the restructuring process and (3) 
the perception, which measures the perception of HRD, line managers, and 
employees toward HRD role in the restructuring. Each of these three main 
dimensions has five different constructs.  
The first set of hypotheses examines the relationship between the actual need 
for organizations to restructure and each of the five main reasons/variables, which 
lead organizations to restructure.  
Organizational restructuring is an important element for any human resource 




reporting standards, information process flows, and accountability methods. Two 
major hierarchy systems exist in any organization, Centralized and Decentralized. 
There could be numerous reasons that can trigger the need of organizational 
restructuring. As Dattagupta (2010) mentions, the importance of organizational 
restructuring is a gearing force to new business strategies. With the advent of 
globalization, businesses have changed the way they have functioned earlier, in this 
new era of modernization and instant communication; capital structure of an 
organization plays an essential role in the strategical success of any organization. A 
capital structure defines job roles, reporting standards, feedback systems, and 
information flows. Companies that follow a decentralized approach tend to deploy 
strategy at lower levels as well quite efficiently compared with their counterparts. 
Secondly, a more clear capital structure triggers unbiased compensation plans, 
motivates employees, and gives them job security assurance. All of these points 
affect positively on the mentality of employees and help them become an agent of 
change management and receptor of strategy deployment (Dattagupta, 2010).  
A strategy deployment is amongst the very first steps an organization takes in 
implementing a HRM plan, Pradee (2011) assumes success of strategy deployment 
by rightsizing of employees. To testify this assumption, Pradee undertook a 
regression analysis of fifty US based companies and the results showed a positive 
correlation of 0.8 between companies who have revised a Human Resource 
strategy/plan through organizational restructuring. This builds a strong case to our 
hypothesis as well that in order for a company to implement a successful HRM plan 
or to deploy any changes in the current strategy of organization, a right 




Sablynski (2005) discusses change management as a cure to inefficient 
human resource management plan, where the author mentions that the best medicine 
to cure this disease and inefficient current strategy is to revamp the structure of the 
organization. This process is called organizational restructure. He further opined that 
similarly as organizations use new covers to wrap our precious belongings, a new 
cover or shield is necessary to save brand image of an organization that can give it a 
new look and no cover is better than organizational restructuring (Sablynski, 2005). 
Therefore, it is hypothesized that, H1.1 there is a significant positive relationship 
between strategy deployment variable and the need for organizational 
restructuring.  
The next hypothesis assumes a positive relationship between market 
environment and need for organizational restructuring. If one looks back two-three 
decades ago, businesses were not run the way they are today; with the boom of 
information technology, knowledge sharing has become easier and gatekeeping 
concept has reduced its worth. Now as the customer is more aware, the same is true 
for employees as well (Tian, 2012). 
According to a research conducted by the American Psychological 
Association, there are twelve factors that affect employees’ psychology and trigger a 
reaction. These include job satisfaction, organization structure, and market changes. 
As globalization has flourished, information flow has become easier and instant. An 
employee is now more aware about the benefits and perks colleagues in other 
organizations are gaining and vice versa. Organizations are also keeping a tab on 
what their competitors are doing. Since the HR field is an evolving one where 




changes and organizations’ need to restructure can be witnessed (APA Psych INFO 
Database Record, 2012).  
Brandy (2008) quotes some market change examples that require 
organizational restructure and if the organization fails to react, it loses its employees; 
the organization restructure can be in terms of pay scale, reporting standards, 
frequency of promotions, or overall benefits to employees. The author mentions a 
sudden economic boost will lead to salary raise and if the organization fails to 
comply with the change, employees feel dissatisfied. Moreover, if there is a boost in 
technical up grade and the company emphasizes using the same old tactics, it 
increases employee workload hence triggering employee turnover. Similarly, internal 
communication is also referred to as a market change determinant over the years. 
The way communication has changed its shape has changed the level of comfort and 
has put employees in a more friendly work environment. In this scenario, if a 
company opts for stringent measures, monetary punishments and hard-core strict 
management, it frustrates employees and hence they seek other opportunities. 
Therefore, an instant organization restructure facilitates market changes and allows 
organizations to make the most out of any such changes; hence a positive 
relationship between restructuring and market changes is evident (Brandy, 2008). 
Based on this, H1.2 has been developed: there is a significant positive relationship 
between change in market environment variable and the need for organizational 
restructuring.  
Legal compliance is the core essence of organizational restructuring. It 
involves approval and acceptance of the change management from all stakeholders of 
the organization. It is a pre-requisite to initiate healthy change management programs 




when job roles are clearly stated, performance improves. Similarly, when 
organizational restructuring follows all legalities and laws, the chances of its success 
increases (Judith, 2003). 
Additionally, the Human Resource Department is liable to comply with all 
governmental changes and compliance rules; whenever a change in policy arises the 
organization needs to comply with that. For example, A statutory obligation is a 
requirement that employers are required to provide to its employees as per the labor 
laws, it includes minimum working hours, labor wage rate, overtime rate, public 
holiday details, vacation leave, annual mandatory leave, maternity and paternity 
leave, termination and probationary details of employees. (Corporate Governance 
Organizational Structure, 2012). The second component of HR compliance is 
Statutory Benefits, which are a set of benefits variable for each employee depending 
upon their designation, number of working years, performance and skills. Statutory 
benefits often differ from company to company and department to department; they 
can be different for the same job for two different people. Some of the most common 
examples of Statutory Benefits are insurance, car benefit, house loan, vacations trips, 
and training and development packages (Plan, 2008). 
The below hypothesis suggests that a successful organization process requires 
companies to follow simple and global legal standards that are easy to comprehend 
and simple to counter check. To validate this hypothesis, Bernie (2005) in a case 
study mentions the Dell case, which has a global distribution plan, but when it 
entered into Chinese market, the company had to change its plan as the country 
obligations asked Dell to set up its own customer care offices to make sure customers 
get direct exposure with the firm. This triggered a restructure in the organization as 




2008). Therefore, H1.3 has been included assuming that, there is a significant 
positive relationship between statutory and legal compliance variable and the 
need for organizational restructuring.  
Downsizing has always been a troublesome area in the HRM development 
plan; proponents of the idea opine that successful organizations are those that cuts 
their costs, however what is the optimum cost cutting point and where should the 
organization stop is a billion dollar question. Cameron (1994), in his journal 
Downsizing, suggests a key to successful HRM plan discusses merits and demerits of 
the tool. Downsizing can be referred to as a great tool in cutting short term costs but 
the long term impact of employee downsizing is still a debatable point, it varies from 
sector to sector and from company to company. Furthermore, even the department in 
which a Human Resource Department starts downsizing cannot guarantee the same 
result as another department. The topic of downsizing has remained a hot topic in the 
domain of human resource, however Freeman and Cameron (1993) in their research 
validate downsizing employees as the most preferred route companies take to reduce 
costs, improve performance of employees, breeds efficiency, and transform 
organizational structure. The research did a regression analysis of 100 companies in 
USA that have used downsizing as a tool to implement organizational restructuring 
and astonishingly 65 percent of the time a company has done this has shown a 
positive impact on it balance sheet in the long term (Freeman & Cameron, 1993). 
This concludes the first relationship of this hypothesis between downsizing and 
efficiency and shows a positive relationship between both variables.  
The second relationship that needs to be tested is between downsizing and 
organizational restructuring. When an organization starts restructuring, it often cuts 




result many of them get laid off. Downsizing can be thought of as a positive path 
towards achieving the right number of jobs, establishing few but effective reporting 
standards, and measuring performance of employees more in depth, hence an optimal 
point whereby costs reach minimal level without hurting any job role. This point can 
be known as an efficient degree of downsizing; this point directly reaps great benefits 
to overall organization (Lewin & Johnston, 2000). Hence, a perfect relationship can 
be witnessed between optimal downsizing point and organizational restructuring. In 
fact, the former can be thought of as a cause whereas organizational restructuring can 
be termed of an effect.  To reflect this, H1.4 was included: there is a significant 
positive relationship between downsizing variable and the need for 
organizational restructuring.  
Enterprise system change refers to the change in processes adopted by 
organizations as a means to absorb globalization changes. Enterprise Resource 
Planning (ERP) as the name suggests serves as the complete package to make every 
stakeholder of the organization up to date. From online attendance, inventory 
controls to internal chat solutions, the software serves as the ultimate guide to solve 
all business related problems of an organization (Benbasat, 2009). 
According to Yingjie (2005), ERP is a great tool to configure and share 
information systems with different stakeholders of the organization and to keep 
everyone updated about every single development in any department. With the help 
of this software, demand-planning managers can check inventory levels at one click, 
similarly a sales manager will see forecasted financial information shared by the 
finance manager; in short this brings everyone to the same table and widens horizons 





As the communication mediums are changing so are the needs of employees 
as well; job roles are now inclining more towards virtual tasks and IT assignments in 
this era of information technology. Enterprise Resource systems create synergies 
between departments and allow employees to benefit from shared knowledge spaces. 
The system facilitates organizational restructuring and allows employees and 
organization to mutually benefit each other (Amburgey & Miner, 1992). 
Consequently, H1.5 has been added: there is a significant positive relationship 
between enterprise system change variable and the need for organizational 
restructuring.  
The second set of hypotheses looks at the five main factors/variables which 
HR department needs to manage properly in order to help make the overall 
organizational restructuring successful. Therefore, the relationships between each of 
the five variables are tested with the success of the restructuring as a whole.  
Information flow is a crucial element determining the success probability of 
an organizational restructure plan. Inter departmental and inter-job role information 
flow can promise a 360 change in expected and actual results of an organizational 
plan. 
Businesses today operate in a more complex environment meeting statutory, 
regulatory, and procedural environmental requirements. Hence, it is critical that an 
organization’s HR department is active in communication and makes sure each and 
every information flows accurately and timely; organizations that fail to deliver 
results in lower productivity hence trigger a need of organizational restructuring.  
Bartunek (1994) mentions that in the organizational restructuring process, 
effective communication is key. To check the validity of this argument, a case study 




The company was facing serious problems with its internal communication as there 
was less interaction of middle management with the board of directors and no 
communication whatsoever between eleven executives. Employees were concerned 
with only routine tasks and no teamwork was encouraged either; moreover rare 
morning meetings between executives and a no group lunch culture further worsened 
the situation (Angle, 2011). 
Francesco (2010), in his research also emphasized the use of a first name 
culture in organizations to improve friendliness between employees and managers. 
The research undertook twenty-five companies to validate the comment. Out of 
twenty-five, nineteen companies who incorporated an internal chat system and 
emphasized frequent board meetings tended to show better internal communication 
patterns between employees. Hence, the first hypothesis for this stage would be, 
H2.1 there is a significant positive relationship between channelizing 
information variable and successful organizational restructuring. 
The enthusiasm of employees has a great say in reshaping the future of an 
organization. According to Rousseau (2015), strategy initiation refers to the process 
of taking ownership and triggering tasks and enthusiastically bringing change. This 
synergy can be termed as Strategy Integration. A strategy is not only a one-way 
direction; it has several hidden sub agendas beneath it for specific different 
departments. Strategy initiation does not only smoothen the restructuring process but 
also increases the motivation of employees, reduces communication gaps between 
top and middle management, and allows organizations to function as a team 
(Rousseau, 2015). 
Reeves and Deimler (2011) emphasize the signal reading capability of an 




motivates employees towards the rewards and outcomes of change management, they 
start becoming facilitators of restructure and hence allow a smooth organizational 
restructure process.  
A research conducted by the University of Georgia concludes that 
organizations that follow a pre-, during and post- restructure plan tend to gain better 
results as expected than those who adopts a restructuring process on an ad hoc basis.  
As per McKinley and Scherer, (2000) restructuring organizations which create new 
job reporting standards, also allows employees to experience new breath in the 
organization, a breath that is fresh and that motivates them to do more than their 
routine work; thus, a successful restructure allows organizations to compensate their 
strategy initiating employees, too (McKinley & Scherer, 2000). Thus, H2.2 was 
added as, there is a significant positive relationship between strategy initiation 
variable and successful organizational restructuring. 
The twenty-first century is completely different than its preceding partners. 
The way businesses have changed their shape has left everyone amazed and the way 
communication has been revolutionized has triggered the concept of smart work 
rather than hard work. Haider (2007) mentions that similarly businesses have 
changed their ways; job tasks have also dramatically been improvised. Most of the 
work has now been transferred to online mechanisms leaving less room for technical 
errors and evolution of Training and Development further decline the possibility. 
Karaevli and Hall (2006) mention Adaptability as a process that equips managers to 
quickly absorb changes in market dynamics and take corrective actions to imply 
those in organization. It deals with understanding of not only ongoing changes 
occurring in products and services, but rather changes in business models, strategies, 




business model where resources are shared, knowledge is collaborated, and 
innovation flourishes (Hansen, 2009). 
Adaptability and organizational restructuring follow a cause and effect relationship 
whereby organizations that successfully absorb the market changes tend to perform 
better in their organizational restructuring process (Karaevli and Hall, 2006). 
Plamondon (2000) suggests that when a company restructures, it either improves its 
productivity or adversely impacts it, and a sensitivity variable adaptability if taken 
into consideration can save hundreds of organizations restructure plans. By the term 
adaptability, an organization must be able to respond to its external as well as 
internal environment. When an organization restructures, it recruits new people who 
require a new skill set, similarly to when downsizing occurs, the job roles starts 
expanding with the same number of employees. Hence, adapting to new standards 
such as updating information technology software, adopting upgrade compensation 
plans, and updating job tasks are some of the examples of organization adaptability 
(Iverson, 2014). Correspondingly, H2.3 has been included; there is a significant 
positive relationship between ensuring adaptability variable and successful 
organizational restructuring.  
Restructuring an organization does not merely means changing the hierarchy. 
Changing structure implies changing people’s mindset, processes, job positions and 
feedback systems. It defines how all the pieces, parts, and processes work together 
(or don’t in some cases). A new structure must be aligned with the overall strategy of 
the organization, a vision or mission can be termed as part of strategy. Structure and 
strategy are two interlinked pieces of a puzzle that serve the complete picture of an 
organization only when they are together. According to Phan and Hill (1995), if an 




support that and if the organization is finding new restructure plans, it must comply 
with the overall strategy. 
Schweizer (2006) proposes that an organization on a sudden day cannot just 
send out a restructure plan, rather a back-working in terms of aligning expected 
results from restructuring with that of overall organizational strategy is an important 
element to predict the success of organization restructure plans. 
Another example that validates the positive relationship between strategy 
integration and successful organization restructure is of Google. Each department of 
Google is linked with the other ones to work in synergy. Getting a precise idea of its 
user searching patterns, an example of the data analytics department collaboration 
with marketing department shows that all ad banners that are placed in the search bar 
of a user are according to the search history, data of which has been taken from the 
data analytics department. This is a classic example of strategy integration through 
teamwork. Hence, the above two strong cases together with conceptual frameworks 
put forward in research prove strategy integration through teamwork (Laschinger, 
2001). Therefore, it is hypothesized that, H2.4 there is a significant positive 
relationship between strategy integration variable and successful organizational 
restructuring.  
Limsila and Ogunlana (2007) proposed that a change management style could 
impact the process of organizational restructuring hugely. It influences employee 
motivation and job satisfaction and often management style has been taken as an 
indicator to gauge effectiveness of employees (Likhitwonnawut, 1996). Krishnan 
(2005) argues that the transformational change management style enhances the 
organization’s employees towards achieving more rather than just what they had 




traditional coercive measures uses soft communication skills and role model tactics 
to get employees on the right track and achieve organization goal (Northouse, 2009).  
A research conducted by Lok (2009), Graduate of University of New South 
Wales, discusses the effect of organizational culture and change management style 
on employee motivation. The study has taken samples from Hong Kong and 
Australian managers taking job satisfaction as a result with leadership style as a 
cause. The results show a significant difference in results for Australian managers 
who have shown more job satisfaction as a result of transformational leadership. 
Fewer differences were found in the research between participants’ responses, which 
were removed after statistically controlling for corporate culture and demographic 
characteristics. Recommendations were placed for combined research as to introduce 
a decentralized approach, new ways of follow up, intangible rewards to motivate 
employees and teamwork to boost employee job satisfaction (Lok, 2009). 
Subsequently, H2.5 is proposed, there is a significant positive relationship 
between management of change variable and successful organizational 
restructuring.  
 
The third set of hypotheses investigates the relationships between the 
perception of HR staff, line managers, and organization employees towards the 
implemented restructuring and five perception variables as shown in the research 
framework. It also looks at the difference in perception of restructuring success 
among HR staff, line managers, and employees of the organization as a whole. 
Transparency is a subjective perception that varies from department to 




initiatives to explicitly mention transparency in the organization, the topic remains 
ambiguous amongst employees.  
When there is no transparency within an enterprise, the work being done at 
different organizational units, teams, or individuals is hidden from other 
organizational units, teams and individuals. So are ideas, knowledge, expertise, 
talent, and -- most importantly -- risk. When there is no transparency, some people 
tend to take risks they would not take otherwise. Many studies have shown that 
people who are not criminals are more inclined to steal if they knew they would get 
away with it. This is the ultimate reason that has led to the fall of Lehman brothers, 
hope of getting away with all frauds and covering up frauds with lies and other 
fraudulent activities.  
Shore, Bommer, and Shore (2008) suggested the different compensation and 
employee treatment amongst different layers in organizational hierarchy creates 
different perceptions regarding transparency inside an organization. A company that 
has a centralized policy and below average communication standards tends to create 
different opinions regarding treatment of employer amongst employees. Malone 
(2005) suggests that a successful restructure plan then becomes necessary. The 
hypothesis suggests that when such difference in opinions starts gaining magnitude, a 
revamp in the HR structure, preferably a decentralized approach can mitigate the 
damage (Malone, 2014). Hence, H3.1 has been added, there is a significant 
difference between HR department staff, line managers and organization 
employees regarding the perception of transparency 
The next hypothesis deals with the relationship between clarity in tasks and 
clear reporting standards and suggests a difference in perception of clear expectations 




Hersey and Blanchard (1969) discussed clear expectations as a measure of 
clarity in job role, compensation plans, and reporting standards. A gap in the level of 
clarity amongst various stakeholders raises ambiguity that adversely impacts the 
organizational restructure plan. Hersey and Blanchard further took the research to the 
next step by identifying four main organizational management styles exhibited by the 
top fifty Fortune 500 companies. It starts with 1) Telling (S1), leaders assign tasks to 
their subordinates and tell them the requirement of the tasks; 2) Selling (S2), in 
which leaders sell the message to motivate employees doing tasks in the right 
direction; 3) Participating (S3), where leaders ask employees to communicate 
frequently and participate more than usual, and lastly; 4) Delegating (S4), in which 
leaders pass most of the responsibility to employees but monitor tasks. The 
Delegating feature of leadership is integrated with the hidden agenda of 
Transparency specific to job tasks. Although the previous characteristics maintain 
transparency in communication and information sharing, delegation makes job roles 
clear and reporting standards loud (Manz, 2011). 
Furthermore, Heth and Arbert (2008) researched twenty companies on 
variables job clarity and job satisfaction and found out that almost 80 percent of the 
employees felt their job satisfaction would increase when their tasks were more clear 
and reporting was more audible. Other research conducted by Gilbert (2012) 
suggests that clear reporting standards trigger unbiased performance and 
compensation policies, which is an integral pillar of the organizational restructuring 
process. Clear guidelines and proper reporting will allow employees to gauge their 
performance and take personal feedback from immediate bosses. This will improve 
communication, allowing top managers to know the ground problems that an 




it is hypothesized that: H3.2 there is a significant difference between HR 
department staff, line managers, and organization employees regarding the 
perception of clear expectation. 
Diversifying roles is a versatile topic having multidimensional meanings. A 
diverse role can be functionally diverse in terms of job roles, reporting standards, 
feedback plans or information flows.  The need to clarify meaning and criteria for 
diversifying roles has become evident after the interlinking of departments and 
increasing correspondence between business units.  
Welbourne Theresa (2009) highlights a close link between diversifying roles 
and organizational restructure. According to the author, organizational restructure 
management requires three participants, a change influencer, a modifier, and a 
recipient. Now, in the past, the influencer is known to be the head of organization, a 
modifier is a Human Resource Department, whereas the recipient is an employee, a 
slight modification is needed in this process which can change the outcomes by great 
variance. Whereas the traditional model asks the influencer to dictate the new model 
works on collaborative and shared knowledge management whereby recipients are 
taken into the communication loop through constant feedback and tracking of this 
feedback is done by top management to ensure required feedback is incorporated 
(Mathieu, 2013). 
Thomsan (2014) suggests that diversifying roles in organizations improves 
thinking patterns and promotes new product development. A new product can be 
anything including new procedures implemented in organizations including a change 
management process itself. Hence, from the above case studies and conceptual 
frameworks, it can be established that there exists a significant relationship between 




to successful organizational restructuring. Now, the need is evident to bring all 
stakeholders of the organization to the same platform where definition of 
diversifying serves equal purpose for HR manager, staff members and line manager. 
This need can be fulfilled through organizational restructure through revamped job 
reporting standards, modern information flows, and clarity in job descriptions. Based 
on this, H3.3 has been included: there is a significant difference between HR 
department staff, line managers, and organization employees regarding the 
perception of diversifying roles. 
Communication serves as the pillar of success for any restructure plan, but if 
the organization goes through inefficient communication mechanisms, ambiguities 
regarding job roles and feedback system arise.  
Effective communication is known to be a symbol of success for any 
organization. Companies who intend to follow modern communication tactics tend to 
perform better in the long term. According to March and Simon (2008), there are two 
ways in which an organization can be linked with its stakeholders; one is feedback and 
the other is plan. Both of these factors can be attained through a strong internal 
organization communication strategy. A disagreement over clear communication 
between stakeholders arises due to improper planning. In planning phase, a 
Communication department is required to bring all stakeholders on the same page, it can 
be done through board meetings, annual dinners, casual meet ups, and corporate 
hangouts. Hence, Henry (2005) suggests that a difference in correlation between an 
organization’s communication definitions and stakeholder’s perception arises due to the 
ambiguity in reporting lines and follow up procedures. The need of a shared 




Furthermore, Megha (2012) in her dissertation regarding internal 
communication promotes employee well being discussing conflict theories and 
linking it with variability in internal communication. She discusses Conflict 
Resolution mode that includes five ways to solve a conflict, which are Competing, 
Avoiding, Accommodating, Compromising and Collaborating. A company that has 
powerful internal communication tends to solve its conflicts through Collaboration 
has highest ranking in Assertiveness and Cooperation making it the most ideal 
strategy in conflict resolution. Thus H3.4 is stated as: there is a significant 
difference between HR department staff, line managers, and organization 
employees regarding the perception of clear communication. 
Employee engagement defines the enthusiasm of employees towards an 
organization. Apart from judging the motivation of employees, it is also a leading 
tool in making employees stay longer in organizations. Clear communication is often 
a hot topic amongst HR gurus and the mechanism to adopt a clear communication 
plan has always remained a crucial debate in HR arena.  
Gruman and Saks (2011) mention that employees who show greater 
engagement with organizations tend to perform better than others.  Employee 
engagement first appeared as a concept in management theory in the 1990s, 
becoming widespread in management practice in the 2000s, but it remains contested. 
It stands in an unspecified relationship to earlier constructs such as morale and job 
satisfaction. Despite academic critiques, employee-engagement practices are well 
established in the management of human resources and of internal communications. 
An “engaged employee” is the one who takes pride in working at her/his 
organization and promotes positive vibes about the reputation of the organization to 




of involvement start arising with the changes in any HR plan, ambiguous reporting 
standards, demotivated employees and an overall ineffective HR plan, hence it is not 
too early to conclude that the correlation between employee engagement and 
organizational restructure is a leading indicator of the past damages and can be a 
corrective measure to reflect future outlook of an organization (Amburgey & Miner, 
1992). Consequently, H3.5 has been included: there is a significant difference 
between HR department staff, line managers, and organization employees 





Chapter 3: Research Design and Methodology 
3.1 Introduction 
This chapter discusses issues related to the chosen research design, the data 
collection, and analysis methods used to conduct the research study. These issues are 
addressed after taking into account,  
1) The basic research objectives  
2) The relevant research questions; and, 
3) The appropriate theoretical and contextual frameworks have been delineated.  
 
The operationalization of variables and a brief review of the literature on the 
available research designs and methods are included in this chapter. Justifications of 
research design and methodology are explained. The data collection methods, phases 
of fieldwork, procedures and problems encountered for the specific phase of the 
fieldwork as well as the actual data collected are elaborated in this chapter. The 
collected data are analysed in Chapters 4 and 5. Results of data processing and 
preliminary analyses are described in the form of descriptive statistics. 
According to Rajasekar, Philominathan, and Chinnathambi (2013), research can 
be defined as the use of systematic as well as objective techniques in order to 
investigate a particular study topic or subject as a whole. Nachmias and Nachmias 
(1996) describe the role of research as an attempt to increase the sum of what is 
known, usually referred to as “a body of knowledge” by the discovery of new facts 
or relationship through a process of systematic scientific inquiry, the research 
process.  The researcher needs, therefore, to be able to argue convincingly that 
something new and of value has been added to the body of knowledge.  To that end, 




problems through an organized, critical, systematic, scientific, data-based inquiry or 
investigation. On the other hand, Mason (1984) describes the planning and designing 
of research as recognizing the centrality of the research question to the research 
process, and of linking research questions to one’s own philosophical and methodical 
position on the one hand, and to appropriate data generation methods on other.  The 
role of the research, therefore, is to direct the research process through a system of 
procedures.   
This chapter first reviews and discusses some possible research designs and 
methodologies. The selection of approach will be justified in terms of its 
appropriateness and usefulness to the research project in order to achieve the study 
objectives. A quantitative methodology chosen as the principle research technique is 
also discussed. Finally there is an examination of a detailed research design to direct 
the process of collecting, analyzing, and interpreting data, as well as the statistical 
techniques used for the analysis of survey results.   
3.2 Research Strategies 
There are various research strategies classified under different taxonomies.  
One of the most commonly used differentiates research into theoretical or empirical 
studies. Babbie (1989), May (1997), Nachmias and Nachmias (1996), and Remenyi 
et al. (1998) state that scientific research comprises two major elements: theoretical 
and empirical. They state that a system link between these two elements can improve 
the role of social science through deduction and induction. This link leads to two 
kinds of research strategies, theory-then-research and research-then-theory. These 
approaches have been covered by other terms like deduction and induction, or 




The theory-then-research (the research empiricists) strategy adopts a 
hypothesis-testing approach to research. It builds hypothesis from theory, and uses 
collected data to accept or reject them. This includes developing a model/framework 
for testing, building up a number of propositions that describe relationships between 
its constituents, design research instruments (i.e., questionnaire) to examine the 
model, testing the propositions using the collected data, and refining the model and 
its associated theories (Reynolds, 1971).  
Research-then-theory (the research theorists), on the other hand, believe that 
empirical research should not be limited to improving theories through testing 
hypothesis, but should find out new theories (Benbasat et al., 1987; Merton; 1968; 
Strauss & Corbin, 1990). The research theorists start with determining the 
phenomenon’s attributes and then seek data to build theories around them (Reynolds, 
1971). Strauss and Corbin (1990: 24) in describing grounded theory, a research 
approach based on the research-then-theory strategy, state that “The grounded theory 
approach is a qualitative research method that uses a systematic set of procedures to 
develop an inductively derived founded theory about a phenomenon. The research 
findings constitute a theoretical formulation of the reality under investigation, rather 
than consisting of a set of numbers, or a group of loosely related themes. Through 
this methodology, the concepts and relationships among them are not only generated 
but they are also provisionally tested.” 
Although there is argument between these two strategies, clearly both regard 
theory as an appearance of scientific progress and there is no rigid commitment to 
either strategy as a precursor for conducting research. Thus empirical research should 
be essentially rooted in theory and it is not possible to conduct such research in a 




the other hand, Remenyi et al. (1998) point out that theoretical research relies on 
ideas that have at some earlier time been based on specific observations or original 
data collected by means of empirical research. Indeed, theoretical research does not 
occur in a void; it is rather the result of thinking about the findings of previous 
empirical research and of debating the different theoretical interpretations that others 
have made.  
However, they believe that it is impossible to be empiricist without having a 
total understanding of the theoretical issues surrounding the subject to be studied, 
and about which data will be collected. Remenyi et al. (1998) state that:  
In practice there is a dialectical relationship between these two aspects of 
research that reinforce each other.  There are always theoretical assumptions 
associated with the collection of evidence and there is always evidence that 
underpins theory.  Far too much is made of the distinction between empirical 
and theoretical research as both are central to any significant research activity 
and both are required to make any real scientific progress. (p. 32)  
3.3 Research Methods 
There are many research methods that can be used to collect data. According 
to Miles and Huberman (1994), Blaxter et al. (1996), Bryman (1989) and Remenyi et 
al. (1998), data collected can be classified as qualitative or qualitative. However, the 
simplest way to distinguish qualitative data from quantitative data is the fact that 
qualitative data comes in word format and describe situations, individuals, or 
circumstances surrounding a phenomenon, while they are viewed as quantitative if 




attempt to give precision to a set of observations.  In essence, the most fundamental 
classification has been between quantitative and qualitative approaches.   
Undoubtedly, the proper selection of these methods, and the understanding of 
their application to the research context are vital to the success of any research if it is 
to present the problem in a scientific way. However, choosing between these 
methods for a particular research study has always been problematic, because a 
decision on the appropriateness of a particular method cannot be made in isolation of 
the context in which the research problem exists (Weik, 1989).  
The following section presents an insight into the nature of these approaches, 
their different methods, and a detailed discussion of these approaches in the context 
of this research study.  
3.3.1 Quantitative and Qualitative Methods 
 
Quantitative research was originally developed in the natural sciences. It can 
be defined as research involving the use of structured questions where the response 
options have been predetermined and a large number of respondents are involved.  
Alternatively, qualitative research is a method that involves collecting, analyzing, 
and interpreting data by observing what people do and say (Creswell, 1994).    
The quantitative approach places an emphasis on the structural issues of 
measurement and analysis of relationships between certain variables and not on 
complex processes (Denzin & Lincoln, 1994; Van Maanen, 1983).  In essence, 
McClintock et al. (1979) argue that quantitative approaches provide researchers with 
narrow, but hard and generalizable results.  The purpose of quantitative methods is to 




accumulation of statistical data.  In this respect, Nettelton and Taylor (1990) 
highlighted the goals of quantitative research as:  
1) Providing precise measurements for social actions by explaining the causal 
relationships related to specific events. 
2) Measuring events by objective criteria. 
Quantitative approaches place considerable emphasis on statistical generalization 
of findings that seeks to explain and predict events in the social world by searching 
for regularities and causal relationships between constituent variables. Remenyi et al. 
(1998) claim that for quantitative research it is usually clear what evidence is 
required, and this evidence may usually be collected within a tight structure. 
Therefore, in the social sciences in general and marketing research in particular, data 
collection usually involves the use of a questionnaire. The quantitative techniques 
provide researchers with narrow, but hard and generalizable results (McClintock et 
al., 1979). Using statistical data analysis, quantitative methods provide objective and 
precise measurements for social actions by explaining the causal relationships related 
to specific events (Nettleton & Taylor, 1990). However, quantitative methods 
overlook social process and focus only on social structure, isolating the research 
problem from its settings. 
Qualitative methods, on the other hand, are often small-scale and aim to elicit a 
richness of detail rather than statistical generalizations (Denzin, 2008).  They also 
aim for detailed description and understanding of the phenomenon under 
investigation by way of observation and involvement (Bryman, 1994; Van Maanen, 
1979).  Miles and Huberman (1994) state:  
Qualitative data, usually in the form of words rather than numbers, have 




history, and political science.  In the past decade, however, more researchers in 
basic disciplines and applied fields (psychology, sociology, linguistics, public 
administration, organizational studies, business studies, health care, urban 
planning, educational research, family studies, program evaluation, and policy 
analysis) have shifted to a more qualitative paradigm. 
Quantitative methods aim to provide insights into the organizational and social 
processes, including tangible and intangible aspects (Van Maamen, 1979). Therefore, 
according to Nettelton and Taylor (1990), data are gathered on social actions as well 
as on the way people think and behave in the research context.  Indeed, qualitative 
research and case study are synonymous terms, which fundamentally refer to the 
same thing. In this respect, Bryman (1994) states that qualitative research is an 
approach to the study of the social world, which looks to explain and analyze the 
culture and behavior of humans and their groups from the subjects’ viewpoints.  
However, despite its strengths, qualitative research has its problems. Some of 
the difficulties in the practice of qualitative research include the following: access 
problem, the problem of interpretation (Bryman, 1995) and the problem of data 
analysis (Miles & Huberman, 1994).  Bryman (1994) and Van Maanen (1979) argue 
that subjectivity, flexibility, lack of rigorous experimental control, and determinism 
are mostly associated with qualitative data collection and analysis, which result in 
limiting their application to certain types of research (Kaplan & Duchon, 1988; 
Sykes & Warren, 1991). 
 
Bryman (1995) claims that each of the qualitative and quantitative methods 




3.1:1) Using triangulation, the researchers claim that the validity of conclusions is 
enhanced if they can be shown to provide mutual confirmation (Bryman, 1995).  
	  
Dimension Quantitative Qualitative 
Contact between researcher 
and informants 
Brief or non-existent Close contact with participants 
Relationship between 
researcher and field 
Outsider looking into field by 
applying pre-defined framework to 
investigate subject 
Researcher has to get close and be 
insider to field being investigated 
 
Theory/ concepts Operationalised Emerge as research develops 
 
Approach Structured  
Researcher-driven 
Open and unstructured 
Subject-driven 
Findings Time and place-independent 
Rigid, hard, rigorous and reliable 
Relate to specific time periods and 
locales 
Rich and deep 
Focus Views social world in static 
manner and neglects role and 
influence of change in social life 
Views linkages between events and 
activities and explores people’s 
interpretations of factors which 
produce such connections 
Table 3.1: Dissimilar Features in Quantitative and Qualitative Methods 
Source: Bryman (1995) 
	  
Bryman (1995) noted five purposes of an approach combining methods in a single 
study: 
1) Where convergence of results is sought 
2) Where overlapping and different facets of a phenomenon may emerge from 
complementary 
3) Where use in sequence enables the first method to help inform the second 
4) Where contradiction and fresh perspective emerge 
5) Where the mixed methods add scope and breath to the study 
However, the use of only one method is more vulnerable to error linked to that 
particular method (Patton, 1990). Therefore, although triangulation entails a 
commitment to greater amounts of money and time, it has the advantage of removing 




best whenever possible to undertake research using a variety of data collection 
methods. This action will overcome the disadvantages, which may be caused by the 
selected methods.   
3.3.2 Survey Questionnaire 
 
A survey is a form of planned data collection for the purpose of description or 
prediction, as a guide to action or for the purpose of analyzing the relationships 
between certain variables (Martin, 2006). Remenyi et al. (1998) stated that a survey 
involves the collection of data from a large group of people or a population.  It is 
more often used as the sole or primary source of quantitative data in management 
research.  It can be used for description, explanation, and/or hypothesis testing. 
However, in social science, survey research is conventionally associated with 
questionnaires and interviewing, though it can incorporate other methods of data 
collection, such as structured observation, in-depth interviews, and content analysis 
(Bryman, 1989; March, 1982). 
Bourque and Fielder (1995) state that a survey can be conducted in several ways, 
ranging from face-to-face interviews to a postal questionnaire.  In general, a survey 
gathers data at a particular point of time with the intention of describing the nature of 
existing conditions, or identifying standards against which existing conditions can be 
compared, or determining the relationships that exist between specific events. 
Bryman (1989) points out that survey is an appropriate means of gathering data 
under three conditions: 
1) When the goals of the research call for quantitative data. 





3) When the researcher has considerable prior knowledge of particular problems 
and the range of responses likely to emerge.  
The survey method has the advantages of being economic, efficient, a possible large 
sample of respondents, ability of generalization, versatility, standardization, ease of 
administration, and suitability for statistical analysis (Hammersley, 1987; 
McClintock et al., 1979). 
Questionnaire survey design is an art and science that invariably results in 
economic considerations forcing the researcher to sacrifice what s/he ideally requires 
for what are practical resources available. However, it should be accepted that no 
questionnaire survey is perfect. The key to a successful survey is the care taken in 
carrying out the time consuming preparatory work (Remenyi et al., 1998). However, 
there are some more serious criticisms of survey research, particularly that they are: 
1) Inherently positivistic, 
2) Incapable of getting at the meaningful aspects of social behavior, 
3) Prone to looking at “bits” of behavior and specific opinions out of context in 
which they occur, 
4) Inherently atomistic, and 
5) Mindless empiricism. 
On the other hand, March (1982) and De Vaus (1996) point out that in many cases, it 
is not the survey research design per se that is at fault, rather, it is the inappropriate 
use of the survey questionnaire which contributes to its undeserving poor reputation. 
They further recommended the following: 
1) Surveys need to be conducted by trained and informed researchers. 
2) Surveys should only be used when they are the most appropriate method in a 




3) The method should suit the research problem rather than the problem being fitted 
to a set method. 
4) A variety of data collection techniques have to be employed and different units of 
analysis used.    
Generally, questionnaire forms allow data to be gathered about aspects such as 
“what,” “when,” “where,” “how much,” or “how long” (Bryman, 1995; Remenyi et 
al., 1998).  However, they are less valuable as a methodology when the research is 
seeking answers to the “who,” “how,” or “why” questions.  
3.4 Chosen Research Methodology  
Each research methodology has its own strengths and weakness. Also, the 
question of the appropriate research methodology depends to a great extent on a 
study’s research questions and objectives, and these naturally, vary across the whole 
research spectrum.  
There are many factors to be considered when choosing an appropriate research 
methodology.  Creswell (1994) and Remenyi et al. (1998) point out that the topic to 
be researched and the specific research question is one of the main drivers in the 
choice of research methodology. They also argue that the literature review should 
reveal not only a suitable problem to be researched but also a suitable research 
methodology.   
As stated earlier in Chapter 1, the objectives of this study are:  
1) To specify the main drivers leading organizations undertake in organizational 
restructuring.  




3) To analyze the perception that the line managers, HR staff, and employees have 
towards HR role played during organizational restructuring.  
It was also stated in Chapter 2 that there is a lack of knowledge in organizational 
restructuring in the context and dimensions that this study is focusing on. In fact, all 
previous studies looked at organizational restructuring from HR practitioners/leaders 
perspectives only and ignored other important stakeholders of the organizational 
restructuring such has line management and employees.  
Contribution to the literature is therefore needed to guide organizations on 
how they could successfully manage organizational restructuring projects. They can 
conclude that organizations need to identify critical factors that affect the 
implementation process and address them effectively to ensure that promised 
benefits can be realized and failure can be avoided. 
The principal objective should always be to collect reliable, valid, and 
unbiased data from a representative sample, in a timely manner and within given 
resource constraints.  
According to McColl and Jacoby (2001), in choosing a questionnaire method, 
consideration needs to be given to the availability of an appropriate sampling frame, 
anticipated response rates, the potential for bias from sources other than non-
response, acceptability to the target population, the time available, the financial 
budget, and the availability of other resources.  
For this study, considering the aim and context of the study, a questionnaire survey 
has been adopted to collect the required data. According to Boynton and Greenhalgh 
(2010), questionnaires offer an objective means of collecting information about 
people’s knowledge, beliefs, attitudes, and behaviour. Moreover, large amounts of 




which is more convenient for organizations to avoid work disturbance and ensure 
good response rates. 	  
Privacy is a very important factor that must be considered when collecting 
data from employees especially in this region. Questionnaires allow for a good level 
of privacy if they are managed effectively.  Prior research on privacy found that 
individuals are willing to disclose information in exchange for some economic or 
social benefit subject to the “privacy calculus,” an assessment that their information 
will subsequently be used fairly and they will not suffer negative consequences 
(Laufer & Wolfe, 1977, Milne & Gordon, 1993, Stone & Stone, 1990).  
According to McColl and Jacoby (2001), close attention to issues of 
questionnaire design and survey administration can reduce errors and therefore 
deliver more objective data.  
Using survey methods, can help describe a situation, study relationships between 
variables and easily generalize findings (Muijs, 2011). Therefore, the survey 
questionnaire method fits well with the requirements of this study. 
3.5 Research Design 
One of the most essential and easily comprehensible definitions of research 
design has been given and articulated by Yin (2013), where he says that the research 
design is essentially a defined logical path connecting the research questions of any 
particular study to the empirical data that is collected for the study, and finally to the 
inherent conclusions that are borne out of the understanding and assimilation of the 
study as a whole. The essential aspect to understand here is that the research design 
is defined as a path or a necessary line of action that connects or articulates the 




until a conclusion is arrived at. In other words, the research design is inherently 
responsible for connecting the various aspects or considerations of the research in 
such a way that the culmination of the research study as a whole can be reached, 
resulting in the formulation of a conclusion. 
This study represents positivist and exploratory research that aims to enhance 
existing theories and practices of the organizational restructuring process. In general, 
it has been determined that the positivist approach to emphasize the meaning and 
creation of new knowledge that supports social theories, eventually contributes to 
social science. According to the positivist view, scholars and researchers usually 
explore facts, figures and the evaluation of statistics, writing and evaluating 
objectively, science, logic and reasoning (Blaikie, 2007). Positivism has the goal of 
presenting the truth everywhere and stresses the establishing of connections between 
the variables to uncover this truth. This establishment is made measurably and 
precisely (Silverman, 1993). 
The theoretical product of this study, as discussed in Chapter 2, is a conceptual 
framework drawn from the current literature on organizational restructuring, 
modified to the demands and objectives of this study. This is quantitative in 
approach, using measurable strategies and numbers. It has relied on numerical 
estimations of specific parts of phenomena and from specific cases it infers general 
tendencies or tests theories and it likewise looks for estimations and predictions that 
other analysts could effectively replicate. Quantitative investigators pick up 
expectations and clarifications that apply to different locations and persons. Both 
primary and secondary data are gathered in accordance with the research objectives. 
Kolb (2008) says that primary information offers a more noteworthy level of control 




Likert-scale questionnaire and the measures of the questionnaire are constructed on 
the variables identified for the research.  
The secondary data are data which exist already in some structure or other; they 
are the starting point for information accumulation as they form the first sort of 
information to be gathered (Kumar, 2002); this is known as documentary research 
which is drawn from the literature and academic articles to gain a significant 
understanding of concepts and theories. The secondary data of this research come 
from the literature which was reviewed in Chapter 2; the relevant knowledge is 
derived from journal articles, previous research papers, and scholarly references with 
a major critical focus on theoretical and methodological concepts of organizational 
restructuring starting with its definitions, importance, relevant theories, variables, 
constructs. Through the literature review, the research framework acted as a guide to 
identify related variables, different measured constructs, and items from 
questionnaires, until hypotheses could be created and a questionnaire designed. 
In this research, the independent variables are (Need for organizational 
restructuring, Successful organizational restructuring, and perception) while each 
sage has five dependent variables, which means that there are a total of fifteen 
dependent variables as shown in Chapter 2.  
The next section provides an overview of the phases associated with research design, 
which are: 
1) Conducting quantitative research through the questionnaire survey.  
2) Analyzing the collected data.  
3) Developing the findings.  




3.6 Operationalization & Scale Development 
The previous chapter, Chapter 2, provided an introduction and a detailed 
literature review of organizational restructuring concepts. As discussed earlier, the 
objectives of this research are: 1) to specify the main drivers leading organizations to 
undertake organizational restructuring, 2) to study the role of HR department in the 
process of organizational restructuring, and 3) to analyze the perception that the line 
managers, HR managers and staff, and employees have towards HR role played 
during organizational restructuring. This is an attempt to operationalize the specified 
variables in terms of the factors that affect their relationships. The hypothesized 
relationships between these independent and dependent variables are then examined 
using the research framework model previously illustrated in Chapter 2. 
As discussed in the previous chapters, the key research questions are as follows: 
1) What are the main drivers for organizational restructuring?  
2) What is the role of HR department in organizational restructuring?  
3) What are the perceptions of HR department, line managers and organization 
employees towards the role of HR department in organizational restructuring?  
According to Eliasson (2010), operationalization of variables is the process of 
converting conceptual definitions to operational. Two main approaches are used in 
measuring concepts; it can be done either through conceptual definition or 
operational definition. The first presents theoretical concepts, while the second states 
the characteristics of a conceptual one to render it into a measurable one (Churchill 
& Iacobucci, 2002; Tull & Hawkins, 1993). 
It is posited that conceptual theories become operational when they are clearer 
and more realistic (Eliasson, 2010) and that this is the basis of designing and 




measured by developing a scale. Each of these variables has item measures linked to 
a Likert scale. The related literature provided the adopted scales with supporting 
reliability and validity as the scale measure tables of each variable specify. Despite 
the scarcity of theoretical research on construct measurement, Table 3.2 below shows 
all of the variables/constructs along with statements on how they are measured by 
other authors.  
	  








1. The restructuring we had was a method to help 
deploy the organization’s long-term strategy. 
2. We had clear objectives of our organizational 
restructuring process. 
3. We had a clear method of strategy deployment 
which we use. 
4. Our strategy deployment followed a set plan. 
5. I understand how my work directly contributes to 
the overall success of the organization.  
Hacker & Washington 
(2004)  
 
Zairi & Erskine (2012) 
Browen et al. (1989) 
Ansoff (1965) 
 








1. We know what aspects we should consider for our 
external market analysis. 
2. The organization uses specific methods to assess the 
market. 
3. I know the market trends that would affect my 
organization the most. 
4. We have identified aspects of the market 
organization index in order to achieve an upper hand 










3. Statutory & legal 
compliance 
1. We restructured the organization in order to adhere 
to legal/government requirement. 
2. We have clear laws and regulations which we are 
obliged to follow in case of organizational 
restructuring. 
3. We adopted a Governance, Risk & Compliance 
(GRC) approach towards organizational 
restructuring. 
4. We had clear aspects in order to ensure proper 
implementation of GRC procedures in our 
organization. 
5. Limitations due to legal regulations were identified 












4. Downsizing 1. We considered downsizing during our previous 
restructuring procedure. 
2. The process of downsizing positively affected the 
organization as a whole. 
3.  The process of downsizing had negatively effected 
the retained employees.  
4. The organization kept a balance between 









5. Enterprise system 
change 
1. During previous restructuring procedures, we 
integrated new information systems along with the 
legacy systems. 
2. We understand the risks involved in the change of 
Enterprise Systems in our organization. 
3. We managed these risks efficiently to ensure that 











4. We consulted third-party experts before the 




1. We do regular reviews to our organizational 
structure. 
2. Top management is keep to restructure the 
organizational when needed. 
3. Nowadays, organizational restructuring is necessary 















1. The organization gives importance to the role of 
middle management for the purpose of 
communicating strategies between different levels.  
2. During restructuring process, the HR department 
conducted regular meetings with the employees. 
3. We used methods to assess the effectiveness of 
communication during restructuring process. 
4. During the restructuring process, the HR department 
arranged regular meetings with top management & 















1. In your organization, the HR department participates 
in strategy initiation with top management.  
2.  HR department involvement in strategy initiation 
helps in successfully implementing the restructuring 
process. 
3. HR department seems to have clarity on why and 
how the organization is restructuring. 
4. It’s important to consider the human capital aspects 
of the organization during strategy initiation.  
Gioia & Chittipeddi (1991) 
 
 
Dutton & Duncan (1987) 
 
 




1. Employees found it easy to adjust to the new 
organizational framework. 
2. The HR department conveyed messages to the 
employees & received feedback from them during 
restructuring process.   
3. The line management plays an important role for 
ensuring adaptability. 
4. Employees & line managers were provided with 
proper training related to the restructuring. 
5. The organization used tools to measure employees’ 
adaptability of new structure.  
 
van den Heuvel, 







1. Line managers are involved in the restructuring 
process as a whole. 
2. I was given the opportunity to give 
opinions/feedback related to the restructuring 
exercise.  
3. My manager encouraged me and helped me adapt to 
the changes. 
4. I think that the restructuring of the organization was 
a good decision.  
 
 







1. Overall, the restructuring project was managed 
efficiently. 
2. I’m satisfied with the role that HR played in the 
restructuring exercise. 
3. The line managers played a good role in making the 
restructuring exercise successful. 
4. During the restructuring process, the HR department 
properly dealt with interpersonal & emotional 
dissent. 
 
Balogun & Johnson (2004) 
 




Implementation 3 To what extend you consider your organization 
recent restructuring successful? 
 






11. Transparency 1. I’m satisfied with the information I received about 
the restructuring exercise as a whole. 
2. The information I was provided with about the 
restructuring was clear. 
3. During the restructuring, I was provided with 
accurate information by my manager & HR 
department. 
4. The information concerning the restructuring was 








1. Top management have specified their expectations 
for HR department in the restructuring exercise.  
2. HR has explained to me their role & responsibilities 








3. Middle managers fully understand the role of HR in 
the restructuring. 





1. HR played a strategic in the restructuring.  
2. HR was a good facilitator and focal point for the 
restructuring project.  
3. HR properly dealt with resistance & interpersonal 
issues during the restructuring.  
4. HR role in the restructuring project was clear & 
understood by all levels. 
5. During the organizational restructuring, the HR 








1. I received sufficient & clear information about the 
restructuring of the organization. 
2.  During the restructuring, information was passed 
from the top executives to the employee workforce.  
3. My manager did a good job of sharing information 
related to the restructuring. 
4. The HR department arranged a good number of 
meetings/gathering with the employees & shared 
info about the restructuring. 
 
 








1. I was given the opportunity to share opinion & 
contribute to the restructuring.  
2. The organization established cross functional 
teams/committees for the restructuring project. 
3. I was encouraged to give feedback related to the 
restructuring exercise.  
4. I feel that I can contribute better in the restructuring 
if given better opportunities. 
 





Perception 1. In general, I’m satisfied with how the organizational 
restructuring was managed. 
2. I’m satisfied with HR department performance in the 
restructuring.  
3. I’m convinced with the changes happened as a result 
of the restructuring. 
4. I will do my best to help implement decisions taken 






Kang & Shivdasani (1997) 
 
Lok (2009) 
Table 3.2: Variables/Constructs as Measured by Previous Studies 
3.7 Research Survey and Questionnaire Design 
Based on the literature review and operationalization of variables, a 
questionnaire was developed to collect data from two organizations, one is an Abu 
Dhabi government organization and the other is from the oil sector in Abu Dhabi 
emirate. Accordingly, specific measures were derived from the literature and were 
justified and edited to suit the field culture. These measures were introduced and 
classified in the questionnaire, and all were measured on a five-point Likert-scale 
ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). (See Appendix.)  
The questionnaire started with a covering letter providing an explanation on 




an assurance of anonymity to the responding organizations. Each section has a 
separate and clear title, making it easy for the respondent to answer. All questions 
have been set out in tables. Respondents were allowed to remain anonymous 
although they were invited at the end of the questionnaire to provide their contact 
addresses in order to receive the key findings of the survey.  
The questionnaire consisted of five sections, each focusing on one or more of 
the dimensions of interest. Section one addresses the overall demographics and 
background information. Section two focuses on the reasons that lead organizations 
to restructure. Section three focuses on the role of HR department during 
organizational restructuring and section four focuses on how the organizational 
restructuring is perceived by line managers, HR staff, and employees of the 
organization, whereas section five contains open-ended questions. All questions were 
carefully worded and several revisions of them were carried out to ensure clarity of 
sentence structure.  
	  





3.7.1 Pre-Test and Revision 
Before the questionnaire was sent to the members of the organizations for the 
purpose of collecting data in order to understand the essence of the research 
objective, first the questionnaire was pre-tested in order to understand the way in 
which it would be received by the respondents themselves. This was done in turn to 
understand the discrepancies as well as the overall shortcomings of the questionnaire 
in terms of structuring, formatting, and the overall mode and clarity of articulation 
that was used for presenting the questions to the respondents as a whole.  
In order to conduct the   of the questionnaire, it was sent to a three doctoral 
students, three academic researchers, as well as three HR practitioners in order to 
obtain a complete and unbiased assessment of the questionnaire itself, including the 
inherent clarity of the questions, the overall reliability of the questionnaire itself, the 
overall articulation of the questionnaire design as well as the average time that was 
required to fill in the questionnaire.  
According to the experience that the doctoral students as well as the academic 
practitioners had with regards to the completion of the questionnaire, their 
recommendations and suggestions were considered and analyzed in order to make 
the necessary changes to the questionnaire itself so that essential elements such as 
clarity, convenience to the respondent, and overall comprehensiveness in terms of 
questionnaire design were amended or modified accordingly. 
3.7.2 Back Translation of the Questionnaire 
According to Chang, Chau, and Holroyd (1999), the concept of back 
translation is a mode of translating a document, such as a questionnaire or a report, 
that was previously transformed linguistically to another tongue, dialect or language, 




process of back translation is an important aspect to consider during a research study 
owing to the way in which the process can contribute to the overall efficiency of the 
results of the research study as a whole.  
Considering that the answers to the questions in the survey would be answered in the 
Arabic language to a large extent, owing to the inherent Emirati/Arabic ethnicity of 
the respondents. For this purpose, back translation was done in which the original 
questionnaire, which was first prepared in English, was translated into the Arabic 
tongue so that the ethnicity of the respondents was respected and also to ensure that 
the answers to the questions could be answered with as much clarity as possible 
owing to ease and compatibility that the Arabic individuals would feel while filling 
up a questionnaire in the Arabic language. After that back-translation of document is 
done, to check with the original document in order to act as a sort of reference for 
clarity and proficiency of information. This is because the document has undergone a 
refinement of the information that it contains owing to its first layer of translation 
into another language. Once the document undergoes the second layer of translation, 
there is much more clarity in terms of the constituents of the same (Chen & Boore, 
2010).  
3.7.3 Population and Sample 
As defined by Kothari (2004), a sample design is a method by which a 
particular group of individuals is selected from a population in order to facilitate the 
progress of the study by becoming the center of information that can in turn be used 
to reach a cohesive conclusion. The group of individuals, whose activities, responses, 
or inherent understanding contributes to an overall development of the study itself, 
owing to the kind of information that can be gathered by studying them or 




deemed necessary for a systematic conclusion to be reached as far as the study is 
concerned (Wilson, 2014). 
The aim of this study was to select a population representing government and 
semi-government organizations in Abu Dhabi emirate, which have carried out 
organizational restructuring projects during the last seven years. The researcher 
approached the General Secretariat of the Executive Council of Abu Dhabi emirate 
and Abu Dhabi National Oil Company (ADNOC) to obtain lists of entities, which 
meet this criteria. The list initially included thirteen government entities and seven 
oil companies who restructured during the last seven years. Then the number of years 
was reduced to four years, which reduced the number of government entities to seven 
and the oil companies to four. Then one organization was randomly selected from 
each sector. After that the researcher obtained the following information from each 
of the selected organizations: 
1) Number of employees at all levels 
2) The organization structure detailing the names of all departments 
   Based on this information, stratified sampling was applied to ensure representation 
for the three levels required for the purpose of this study. This included, 
representation for HR department, line managers, and employees from all 
departments. One of the important defining factors when it comes to selecting a 
sample is the inherent parameters that a population has to fulfill in order to be 
deemed fit for the purpose of the study as a whole. For instance, when a research 
topic includes the aspect of singling out the people within the population who 
represent or carry a particular characteristic or trait of interest to the study or the 
research topic as a whole, or the study may be focusing on understanding some 




or pattern within the population as a whole (Mugo, 2002).  Employees from the oil 
company (Company A) who work in the plants outside Abu Dhabi city were 
excluded as the researcher wanted to focus on Abu Dhabi-based employees in both 
organizations in order to ensure similarity within the sample. As per Sudman (1976), 
stratified sampling provides the smallest sample error, and hence the most accurate 
information for the available resources. The population in both organizations is 
1,576; the sample size is 380, which is 24% of the population. The responses were 
307, which represents an excellent response rate of 80%. In order to adhere to 
research ethics and as desired by the two selected organizations for the research, the 
names of both organizations should be anonymous and the researcher will call the oil 
company as Company A and the government entity as Company B.  
3.7.4 Data Collection  
  Before starting the data collection process, the researcher visited both 
selected organizations and met with the senior management concerned. The purpose 
for these visits was to explain the objectives and the aim of the study and request for 
their approval and support. Due to the substantial experience that the researcher had 
with regards to working in both the government sector and oil sector in Abu Dhabi 
emirate, entry into both sectors was quite comfortable and easy owing to the large 
number of contacts and “personnel-bridges” that were present in these sectors.  
An email was sent to all employees to explain the aim and purpose of the survey 
and to request their particpation and cooperation. In coordination with HR 
departments, a schedule was preapred for the 380 sample respondents to fill in the 
questionnaire bearing in mind the following: 




2) Need to include good number of participants for the three levels required for the 
study (employees, line managers, and HR staff) 
3) Number of employees who were present on the day of data collecion.  
4) Need for administrative assistance 
5) Minimum disturbance to work 
6) Ensuring confidencially of information for the participants.  
In order to enure a good response rate, minimize interruption to work, and reduce 
time needed, the drop and collect method was used for this survey. Moreover, 
personal contact with respondents permitted maximum flexibility when explaining 
the objectives of the survey and when administering filling in of the questionnaire. 
As per Walker (1976), the “drop and collect” survey method can yield a response 
rate similar to interviewing at a cost equivalent to questionnaire mailing. The 
response rate was excellent as illustrated below in Table 3.3.  
Population Sample Size Response Response Rate 




Table 3.3: Survey Questionnaire Response 
The following factors seem to have encouraged such a response rate:  
1) Using drop and collect method to collect the data 
2) Support from management of both entities  
3) The majority of employees were interested to participate in order to help in 
improving the organizational restructuring process as a whole  
4) The factors included in the questionnaire were determined by comprehensive 




5) Validation of the questionnaire by expects and practitioner  
 
As planned, the required data was collected from both companies in duration of three 
days. Then the reliability of these responses was checked through data analysis. This 
was first done through data editing, coding, and data entry into SPSS to initially 
detect any errors and omissions, correct them where needed and certify that the 
relevant data quality standards had been met. The study variables were coded into 
formats for the Statistical Package for the Social Science (SPSS) version 22 used in 
the data analysis. Each variable was given a unique label to help set up the computer 
software to analyze the data. Each questionnaire was first checked for errors and 
omissions, then the answers were manually entered into the computer and the data 
became ready for analysis.  
In this study the measurement of reliability was used item-to-total correlation. 
This method is considered the most common procedure used by researchers to 
guarantee the reliability of a multi-item scale (May, 1997). Further, frequency 
analysis was used along with several other statistical techniques to study the research 
variables and their relationships. The next part briefly discusses these techniques.  
3.8 Analysis Tools 
3.8.1 Factor Analysis 
Khan (2011) states that factor analysis is essential if researchers are to reduce 
the data and interpret the results of the study. It is a generic name given to a class of 
multivariate statistical methods whose primary purpose is to define the underlying 
structure in a data matrix (Hair et al., 1998). Factor analysis identifies the problem of 
analyzing the structure of the interrelationship (correlation) between variables by 




used to check whether indicators bunch in ways proposed by the a priori 
specifications of the specified dimensions (Bryman & Cramer, 2001). Through this 
technique, several new variables called factors are set up. However, these variables 
cannot be observed, nor can they be explained in terms of observations made by the 
researcher. 
To sum up, data factor analysis brings up underlying dimensions which, when 
interpreted, can describe data in smaller numbers of items than the original number 
of individual variables. The core purpose of factor analysis is to summarize the 
information contained in several original variables into smaller sets of new 
composite dimensions or variables (factors) with minimum loss of information 
(Field, 2000; Gorsch, 1983; Hair et al., 1998; Rummel, 1970). Other similar purposes 
of factor analysis are: 
1) To select a subset of variables from a larger set based on which original variables 
have the highest correlations with the principal component factors.  
2) To create a set of factors to be treated as uncorrelated variables as one approach 
to handling multi-collinearity in such procedures as multiple regressions.  
3) To validate a scale or index by demonstrating that its constituent items load on 
the same factor, and to drop proposed scale items which cross-load on more than 
one factor.  
4) To establish that multiple tests, measure the same factor, thereby giving 
justification for administering fewer tests.  





3.8.2 Factor Analysis Requirements 
Specific requirements have to be taken into consideration before factor 
analysis can be applied. These include sample size requirements, Bartlett’s Test of 
Sphericity, and the Kaiser-Mayer Olkin measure of sampling adequacy. 
3.8.2.1 Sample Size Requirement 
In Comfrey and Lee (1992), a certain sample size is necessary in factor 
analysis; they contend that only large-scale samples are adequate to carry out factor 
analysis (Comfrey & Lee, 1992). MacCallum et al. (1999) report that the minimum 
sample size to variable ratio depends on other elements of the study constructs, and 
where commonalities tend to become less, the importance of the sample size 
increases. For all commonalities above 0.6, relatively small samples (less than 100) 
may be perfectly adequate, while communalities in the 0.5 range--samples between 
100 and 200 in size--can be good enough, so long as there are relatively few factors 
and only a small number of indicator variables. 
3.8.2.2 Bartlett’s Test (BTS) 
This is a statistical tool that can be used to test the hypothesis that the 
correlation matrix is an identity matrix (a matrix in which all on-diagonal terms are 1 
and all off- diagonal terms are 0). This test requires that the data be a sample from a 
multivariate normal population. The best result in this test is found when the value of 
the test statistics for sphericity (which is based on the Chi-square transformation of 
the determinant of the correlation matrix) is large and the significance level is small 
(Nunnally, 1978). 
3.8.2.3 The Kaiser-Meyer-Olkin (KMO) Test 
The KMO is a sampling measure of adequacy. It is also an index, which is 




the partial correlation coefficients. The sum of the squared partial correlation 
coefficients between all pairs of variables ranges from 0.0 to 1.0, where small values 
indicate that factor analysis is not valid since the correlations between pairs of 
variables cannot be explained by the other variables. Kaiser (1974) describes KMO 
measures in the 0.90s as “marvelous,” in the 0.80s as “creditable,” in the 0.70s as 
“middling,” in the 0.60s as “mediocre,” in the 0.50s as “miserable,” and below 0.50 
as “unacceptable.” For Kinnear and Gray (1999), too, the measure should be greater 
than 0.50 for a satisfactory factor analysis. 
3.8.3 Steps of Factor Analysis 
The first and most important step in factor analysis is the computation of a 
correlation matrix for all variables to determine if they have adequate relationships 
and consequently common factors. Factor loading is used to interpret new factors, 
followed by the extraction of the factors through multiple iterations to determine the 
minimum number of common factors that will explain the observed correlations 
between the variables. Third comes factor rotations, which transform the initial 
matrix obtained through extraction into one that is easier to interpret (Norusis, 1993). 
Finally comes factor naming and interpretation process, as briefly discussed below. 
3.8.3.1 Test of Appropriateness 
Generally, the variables of factor analysis are assumed to be capable of metric 
measurement. Sproull (1988) claims that factor analysis needs variables to be at least 
of interval while Hair et al. (1998) suggest that, in some cases, dummy variables 
(coded 0-1), which are considered non-metric, can also be used; and if all variables 
are dummy variables, then specialized forms of factor analysis are more appropriate. 




analysis and specific requirements should be met before factor analysis is 
implemented. 
3.8.3.2 Factor Extraction 
After the appropriateness of factor analysis is tested, the method of factor 
extraction and the number of factors to be extracted should be determined. The core 
aim of factor extraction is to decide on the factors, and to set a minimum number of 
common factors to satisfactorily explain the observed correlation among the 
observed variables (Norusis, 1993). Norusis (1993) reports several factor extraction 
methods, such as: 
1) Principal Component Analysis (PCA)  
2) Principal Axis Factoring  
3) Alpha Factoring  
4) Image Factoring, and  
5) Maximum Likelihood. 
PCA is a factor model in which the factors are based upon total variance. PCA is 
suitable when a researcher is concerned about the minimum number of factors 
needed to account for the maximum portion of variance represented in the original 
set of variables (Hair et al., 1998). Unlike Principal Axis Factoring (PAF), which 
analyses common variance only, PCA analyses all the variance of a score or variable, 
including its unique variance, if the test used to assess the variable is perfectly 
reliable and without error (Bryman & Cramer, 1990). Hence, in this study, the PCA 
method was used throughout, to ensure consistency in the factors and also to help 
decide the number of factors needed to represent the data, and when to end the 




number of criteria, such as commonalities, eigenvalues, and scree plot were 
measured. 
1) Commonality: This is a measuring aspect of the association between an original 
variable and all the other variables included in the analysis (Hair et al., 1998). It 
can range between 0 and 1 where 0 indicates that the common variance factors 
explain none of the variance, and 1 indicates that all the variance is fully 
explained by the common factors. High commonalities are the sign of a high 
degree of confidence in the factor solution (Norusis, 1993).  
2) Eigenvalue: This is the standard variability in the total data set (equal to the 
number of variables included), which is accounted for by an extracted factor in 
factor analysis. Only factors which account for variances greater than 1 should be 
included (Norusis, 1993).  
3) Scree Plot: A scree plot produces a descending graph plotting the amount of 
variance accounted for (in eigenvalues) by the factors initially extracted. The plot 
usually shows two distinctive slopes, one steep slope of the initial factors and a 
gentler one of the subsequent factors (Bryman & Cramer, 1990). 
3.8.3.3 Factor Rotation 
The purpose of all rotation is to simplify the rows and columns of the factor 
matrix and to facilitate the interpretation. However, no method of rotation enhances 
the degree of “fit” between the data and the factor structure, and any rotated factor 
solution explains exactly as much covariation in the data as the initial solution (Kim 
& Mueller, 1978). Factor rotation also highlights the number of factor commonalities 
in each variable, the percentage of the total variance explained (eigenvalues), and the 




Orthogonal rotation, or Oblimin Oblique rotation. However, Varimax is considered 
the more popular of the two. 
3.8.3.4 Factor Loading and Factor Naming Process 
Interpretation of the factors is the final step and most of the interpretations are 
based on the factor loading values. According to Hair et al. (1995), factor loading is 
the “correlation between the original variable and the key to understanding the nature 
of a particular factor; and squared factor loadings indicate what percentage of the 
variance in an original variable is explained by a factor.” Additionally, to identify the 
factor, it is important to group the variables, which have large loadings for the same 
factors. This can be done through sorting the factor pattern matrix so that variables 
with high loadings on the same factor appear together (Norusis, 1993). For this 
purpose, Comfrey and Lee (1973) present useful guidelines, for example that any 
loading greater than + or – 0.71 is excellent, + or – 0.63 is very good, + or- 0.55 is 
good, + or- 0.45 is fair, and + or-0.32 is poor. 
3.8.4 Measurement Issues of Research Variables 
The measurement issue is key to the success of any research. Peter (1979) 
points that assessing measurement is crucial because “Behavioural measures are 
seldom if ever totally reliable and valid, but the degree of their validity and reliability 
must be assessed if research is to be truly scientific.” This is discussed below. 
3.8.4.1 Validity 
Validity measuring is concerned with assessing whether the scale measures 
what it is planned to measure (Cooper & Emory, 1995). It is concerned with whether 
the right concept is measured or not. Parasurman (1986) defines validity as “The 




Researchers can use various methods to test validity in this regard including content 
validity, criterion-related validity, and construct validity. 
3.8.4.2 Content Validity 
Content validity is the extent to which the domain of the characteristics of a 
concept that one desires to measure are in fact captured by one’s measurement 
(Bagozzi, 1994). As described by Nunnally and Bernstein (1994), a measure has 
content validity if there is general agreement among the subjects and researchers that 
the instruments have measurement items that cover all the content domain of the 
variables being measured. The researcher can achieve content validity through 
careful definition of the research problem, the scaled items, and the scale used. This 
logical process is unique to each researcher (Emory, 1991). 
However, the measurement scale must meet certain conditions before being 
applied in empirical work. As described by McDaniel & Gates, 1996, these are: 
1) Defining specifically what is to be measured.  
2) Carefully conducting a literature review and interviews with the target 
population.  
3) Expert checking of the scale.  
4) Ensuring that the scales are pre-testing and asking open-ended questions that 
might identify other items to be included.  
3.8.4.3 Criterion-related Validity 
This is the degree to which the measurement instrument can predict a variable 
– assigned – criterion. Criterion-related validity is the extent of correspondence 
between the measures being tested and other accepted measured measures. Bagozzi 
(1994) describes this as “…the degree of connectedness of a focal measure with 




criterion-related validity. The former is concerned with the degree to which a 
measure is relevant to another measure (the criterion) when both are measured at the 
same time, whereas the latter examines the extent to which current scores on a given 
measure can predict the future scores of another measure (the criterion) 
(Diamantopoulos & Schlegelmilch, 2000). 
3.8.4.4 Construct Validity 
Construct validity is the most commonly cited type of validity assessment in 
the field of social science. It is established by relating a measuring instrument to a 
general theoretical framework in order to determine whether the instrument is tied to 
the concepts and the theoretical assumptions that the researcher is employing 
(Nachmias & Nachmias, 1996). It is significant because it can identify an 
unobservable dimension of the construct being measured. This measurement can be 
of two kinds, discriminant and convergent validity. Discriminant validity is 
concerned with demonstrating that a measure does not correlate with another 
measure from which it is supposed to be different. Convergent validity aims at 
measuring the degree of association among the scale items developed to measure the 
same concept (Churchill, 1979). 
Factor analysis is the most common instrument for testing both types of 
construct validity, for two reasons: first, it identifies the underlying constructs in the 
data, and, second, it reduces the number of original variables to a smaller set of 
variates (factors) (McDaniel & Gates, 1996). However, in the present study, the 
researcher believed that validity had been achieved, and that the instruments used 
had a good degree of validity. Several techniques were brought in to attain this aim; 
the study instruments and the questionnaire were fully developed using a process 




was tested and revised. Three academic researchers experienced in questionnaire 
design were asked to give their feedback on it and the questionnaire was piloted by 
three field experts, who were asked to make suggestions concerning the clarity of the 
wording, the correct use of specific words, the ambiguity and consistency of the 
questions, and the overall presentation. As a result, some amendments were made to 
improve the questionnaire. 
3.8.5 Reliability 
Reliability refers to whether the measurement scale is consistent and stable. 
In other words, it is the degree to which a test produces similar results in constant 
conditions on all occasions (Bell, 1996). Price and Muller (1986) posit that reliability 
is “the consistency of a measure” because it focuses on the items forming the scale. 
Moreover, reliability is a contributor to validity, and is a necessary but not sufficient 
condition of validity. Generally, there are three methods to measure reliability: test- 
retest, alternative forms, and internal consistency (Davis & Cosenza, 1993). The 
major difference between them is the scale by which to compute the reliability 
coefficient (Peter, 1979). 
In the test-retest approach, the same scale is applied to the same subject at 
different times, and the correlation between the two sets of observations is computed. 
While this method provides useful information about the stability of a measure, it 
leads to higher data-gathering costs and often reduces the number of usable 
responses due to respondents’ unwillingness to engage in another test (McDaniel & 
Gates, 1996). In addition, using this approach may conclude with different results, 
due to the time intervals between the two tests (Churchill, 1979). For these reasons, 
test-retest is not recommended as a sole method in reliability assessment. Besides, to 




construct is difficult. The internal consistency approach deals with the homogeneity 
of individual items to other items measuring the same construct (Peter, 1979). 
Hence, if two items are used to measure one construct, the item-to-item correlation 
should be high. Cronbach Alpha is the technique that calculates the mean reliability 
coefficient for all the possible ways of separating a set of items into two halves. 
Alpha with high scores means more internal reliability in the measurement scale 
whereas a low alpha indicates that the items used do not capture the construct and 
some items may have to be eliminated to improve the alpha level. For Nunnally 
(1978), a reliability score of 0.5 to 0.6 would be sufficient. Churchill (1979) claims 
that this method is relevant to a scale of at least three items. Hence, Cronbach Alpha 
was computed to evaluate reliability of all scales that consists of three or more items. 
3.8.6 Measurement 
Multiple-item Likert-scales were used to measure the variables in the present 
study because they offer an appropriate interval scale for measuring behavioral 
variables (Churchill, 1979). Undoubtedly, in multiple-items scales the reliability and 
validity of the scales tend to improve as the number of items increases (Peter, 1979). 
Besides, a Likert-scale is very common in human resources and organizational 
change. There are no specific rules for deciding on the type and number of scale 
points chosen. Either odd or even numbers are eligible and the scales range between 
five to ten items. Parasurman (1986) reports that it would be better to test the existing 
literature on related studies. In this study, the scale points are restricted to 5, for two 
reasons. First, it is consistent with some previous studies. Second, it is much quicker 
for respondents to answer using a five-point scale. 
This chapter has given an overview of the operationalization of variables, the 




methodologies have also been highlighted. The major purpose of the chapter was to 
discuss the research methodology, research strategies, chosen research methodology 
and research design. It was essential to discuss the research methodology because 
this as well as the research questions directs the research to its main aim and 
objectives. The selection of different approaches and strategies affects the overall 
quality and accuracy of the research; hence, researchers should aim at clearly 
defining the research methodology. The discussion concludes that no single research 
approach or strategy can be regarded as best; therefore, the focus should be on the 
research objectives and questions so that an appropriate combination of different 
research approaches and strategies can be used.  
The research design elements were discussed thoroughly to examine the 
assumptions that underlie the methodology. The method of selecting the relevant 
methodology for the study was justified and hence procedures were highlighted as 
presenting integrated conclusive statements, which guide the next phase of the 
research process. The researcher used the survey questionnaire and defined the 
questionnaire, justified its use as the primary source of data collection and described 
the process of its construction. The validity of the questionnaire was considered next, 
before the manner of its distribution and collection was shown. This chapter also 
discussed the population and the required steps to meeting the relevant population 
criteria and the sample. This chapter mentioned the statistical analysis techniques and 
the use of the SPSS package to compute the data. Finally, the chapter has set the 
foundation for data collection. The next chapters (Chapters 4 and 5) will discuss the 





Chapter 4: Descriptive Statistics, Reliability and Validity Analysis 
4.1 Introduction 
This chapter introduces the preliminary research findings. Firstly, the 
descriptive analysis of the data gives some qualitative insights to analyse, discuss, 
and investigate the data collected in terms of quality and contribution to the 
objectives of the research. Secondly, it concentrates on the purification and 
calculations processes of the measuring tools. Clearly, Cronbach alpha was used as a 
sign of reliability of the scale measurement. Results of the statistical analysis are 
used for further analysis in Chapter 5 for hypothesis testing and to interpret the 
findings in the context of research aims. 
It is important to note that this chapter (Chapter 4) and the following chapter 
(Chapter 5) are aimed specifically to present the statistical results from the analysis. 
Chapter 6 will interpret and discuss the implications and findings of Chapters 4 and 5 
within the context of the literature discussed in Chapters 2. In other words, these two 
chapters (Chapter 4 and Chapter 5) are restricted to presentation and analysis of the 
collected data, without drawing general conclusions or comparing results to those of 
other researchers. The conclusion and recommendations of these results are 
discussed in the final chapter (Chapter 6).  
4.2 The Analysis Process 
The flow-chart, Figure 4.1, provides an overview of how the analysis process was 
carried out for this chapter and the chapter to follow. There are three main objectives 
in this process: 
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  Questionnaire	  
Descriptive	  Analysis	  of	  Data	  
Reliability	  Testing	  
Item(s)	  Removal/Purification	  Process	  
Rejection	  of	  items	  if	  correlation	  is	  less	  than	  0.30	  
Acceptance	  of	  Dimensions	  of	  constructs	  with	  a	  minimum	  Cronbach	  
alpha	  of	  equal	  and	  above	  0.60	  
Analysis	  of	  Data	  for	  Three	  Purposes	  
1.	  To	  specify	  the	  main	  
drivers	  leading	  to	  
organizational	  restructuring	  
2.	  To	  determine	  the	  role	  
of	  HRD	  in	  the	  process	  	  	  
of	  organizational	  
restructuring	  
3.	  To examine the 
perception that line 
managers, HRD, & 
employees have towards 
HR role in org 
restructuring 
	  	  
-­‐	  Factor	  analysis	  
-­‐	  Regression	  Analysis	  
	  
-­‐	  Factor	  Analysis	  
-­‐	  One-­‐sample	  T-­‐test	  
-­‐	  Regression	  Analysis	  
	  
-­‐	  Factor	  Analysis	  
-­‐	  Regression	  Analysis	  
-­‐	  ANOVA	  
	  
2) To test the reliability of data using item-to-total correlation and Cronbach alpha 
statistical measures.  










































Following Nachmias and Nachmias (1996) advise that researchers should go through 
several procedures to achieve high quality results from the analysis stage. This part 
covers these procedures in detail. 
4.3 Profile of Responding Organizations and Respondents 
This section presents general background about respondents and participant 
companies. The aim is to provide a brief account of the profile of the sample in the 
study. Frequency analysis is used to distribute the participating companies according 
to the following characteristics: 
1) Age of respondent 






4.3.1 Age of Respondent 
 
	   Frequency Percent Valid Percent Cumulative 
Percent 
Valid 
18-24 years 38 12.4 12.4 12.4 
25-34 years 91 29.6 29.6 42.0 
35-44 years 79 25.7 25.7 67.8 
45-54 years 76 24.8 24.8 92.5 
55 years or older 23 7.5 7.5 100.0 
Total 307 100.0 100.0 	  





The first descriptive analysis begins with the age of respondent. Table 4.2 
shows that 12.4% of the respondents were aged between 18-24 years, nearly one 
third (29.6%) were between 25-34, 25.7% were between 35-44, and 24.8% were 
between 44-54 years. Only 7.5% were more than 55 years. This reflects the fact that 
most of the UAE citizens prefer the early retirement plan. Figure 4:2 summarizes the 
distribution of sample by age. 
	  








4.3.2 Gender of Respondents 
	   Frequency Percent Valid Percent Cumulative Percent 
Valid 
Male 148 48.2 48.2 48.2 
Female 159 51.8 51.8 100.0 
Total 307 100.0 100.0 	  
Table 4.2: Respondents by Gender 
Table 4:3 shows that nearly half of the respondents (48.2%) were males and 51.8% 
were females. This indicates that there is a balance between the males and females 
within the sample and reflects the government orientation in the UAE to support 
equal opportunity policy in the recruitment practices. It also shows the increasing 
importance of female workers in the UAE. Figure 4:3 summarizes the distribution of 


















4.3.3 Level of Education 
	   Frequency Percent Valid Percent Cumulative 
Percent 
Valid 
Middle School or below 8 2.6 2.6 2.6 
High School 23 7.5 7.5 10.1 
Diploma 82 26.7 26.7 36.8 
Bachelor 158 51.5 51.5 88.3 
Higher Studies (Doctorate/Master) 36 11.7 11.7 100.0 
Total 307 100.0 100.0 	  
Table 4.3: Respondents by Qualifications 
Table 4.4 shows that more than half of the participants (51.5%) had earned bachelor 
degrees. 36 participants (11.7%) received either master or doctorate degrees.  
Approximately 26.7% of the survey participants (82 participants) received diploma 
degrees, and only 23 participants held high school degrees (7.5%). Very few 
respondents (8) had middle school or below degrees (2.6%).  These figures show the 
relative high percentage of respondents with university and postgraduate degrees 
(Master and PhD degrees) in Abu Dhabi government and semi-government sectors 
(63.2% [51.5 + 11.7%]) which can be considered as an indication of the interest in 
education in the UAE and the intensive competition between employees to get higher 







Figure 4.4: Distribution of the Sample by Qualifications 
4.3.4 Nationality 
	   Frequency Percent Valid Percent Cumulative 
Percent 
Valid 
UAE National 222 72.3 72.3 72.3 
Non National/Expat 85 27.7 27.7 100.0 
Total 307 100.0 100.0 	  
Table 4.4: Respondents by Nationality 
	  
Table 4.5 reveals that the majority of the respondents (72.3) in this survey 
were UAE nationals. Only 27.7% of the respondents were non-UAE/expat. This 
could be due to the fact that the UAE government started what is called 
“Emiratization” especially within the governmental organisations a few years ago. 





Figure 4.5: Distribution of the Sample by Nationality 
4.3.5 Ownership 
	   Frequency Percent Valid Percent Cumulative 
Percent 
Valid 
Governmental 102 33.2 33.2 33.2 
Semi-Governmental 205 66.8 66.8 100.0 
Total 307 100.0 100.0 	  
Table 4.5: Respondents by Type of Ownership 
Table 4.6 reveals that the majority of the respondents (66.8%) in this survey 
were from governmental-managed organizations and 33.2% of the respondents were 
from semi-governmental organizations. Figure 4.6 shows the distribution of the 





Figure 4.6: Distribution of the Sample by Type of Ownership 
4.3.6 Distribution of sample by job level 
	   Frequency Percent Valid Percent Cumulative 
Percent 
Valid 
Employee 239 77.9 77.9 77.9 
Line Manager 33 10.7 10.7 88.6 
HRD 35 11.4 11.4 100.0 
Total 307 100.0 100.0 	  
Table 4.6: Respondents by Job Level 
Table 4.7 reveals that more than nearly 80% of the respondents in this survey 
were classified as employees (239).  This could be due to the fact that the most of the 
workers at any organizations are classified as employees. On the other hand, 10.7% 
of the respondents were at the line manger level (33 respondents). Finally, 11.4% of 
the respondents were classified as HRD (35). Figure 4.7 shows the distribution of the 





Figure 4.7: Distribution of the Sample by Job Level 
4.4 Data Preparation and Purification of Measures 
According to Nachmias and Nachmias (1996), after collecting the data, several 
steps need to be taken in order to obtain meaningful results from the data analysis. 
The following sections will discuss these steps in detail. 
4.4.1 Data Preparation 
 
The first step in preparing the data for analysis was the process of data 
editing, coding, and data entry to SPSS. Firstly, raw data was edited for finding any 
errors and omissions, correcting them where possible, and guaranteeing that 
minimum data quality standards are achieved. Secondly, the study constructs were 




22 that was used in data analysis. The constructs were given distinguishing labels. 
This step helped in setting up the computer software to analyse the data. Finally, 
SPSS was used to enter the data. Each questionnaire received was first tested for 
mistakes and omissions, then answers were entered manually into the computer and 
the data became ready for analysis. 
4.4.2 Purification of Measures  
After entering the data, all measures were then filtered by assessing their 
reliability and validity. The reliability and validity of measurements should be 
achieved for many reasons. First, a reliable and valid measuring instrument 
strengthens the methodological rigour of the research. Second, it allows a co-
operative research effort and provides support for triangulation of results. Third, it 
provides a more meaningful explanation of the phenomena that is being investigated 
(Hair et al., 2006). In this research, the reliability assessment has been evaluated 
using the item-to-total correlation. The aim was to remove items if they have a low 
correlation unless they represent an additional domain of interest. This method is 
considered as the most common procedure used by researchers in guaranteeing the 
reliability of a multi-item scale (May, 1997). Item-to-total correlation helps to assess 
the relationship of a specific item to the rest of the items in that scale. The process 
helps to ensure the items that make up that scale share a common core (May, 1997). 
In this purification process, the items should have an item-to-total correlation score 
of 0.30 and above to be retained for further analysis because they are considered to 
have high reliability (Cooper & Emory, 1995; Field, 2013).  
Additionally, the estimation of reliability is also based on the average 
correlation among items within a dimension, which is concerned with “internal 




consistency is called coefficient alpha (Cronbach alpha). This technique has proved 
to be a good estimate of reliability in most research situations. Nunnally (1978) 
suggested that a reliability of 0.60 would be sufficient.    
The following section precedes the discussion on the process of computing 
reliability. This reliability analysis has been conducted for all the measuring 
instruments in the questionnaire; namely, Strategy Deployment, Change in market 
environment, Statutory & Legal Compliance, Downsizing, Enterprise Systems 
change, Need for Organizational Restructuring, Channelizing information, Strategy 
initiation, Ensuring adaptability, Strategy integration, Management of change, 
Transparency, Clear definition of expectations, Diversifying roles, Clear 
communication, Involvement of employees, and Successful Organizational Change.  
4.4.3 Reliability Analysis Results 
Computing the item-to-total correlation and also a coefficient alpha carries 
out the reliability analysis process. As mentioned earlier, item-to-total correlation 
and the Cronbach Alpha coefficient are considered to be more popular than a cross-
item reliability index in the field of social science research. This is done using the 
SPSS package. 
All items were found to have a high item-to-total correlation, which is above 
the acceptable level 0.30. As shown in the last column of Table 4:8, the reliability 
coefficient ranged from 0.814 to 0.927, which was significantly higher than the 
acceptable level of 0.60 (Nunnaly, 1978). These results confirm that the scales used 














1	   Organizational	  Restructuring	  Drivers	   	   	  
	   Strategy	  Deployment	   	   0.896	  
A.1	   Our	  restructuring	  was	  done	  to	  support	  the	  organization’s	  long	  
term	  strategy	  
.773	   	  
A.2	   The	  objectives	  of	  our	  organizational	  restructuring	  were	  clear.	   .727	   	  
A.3	   We	  used	  a	  clear	  method	  of	  deploying	  strategy.	   .796	   	  
A.4	   Our	  strategy	  deployment	  followed	  a	  set	  plan.	   .745	   	  
A.5	   I	  understand	  how	  my	  work	  directly	  contributes	  to	  the	  overall	  
success	  of	  my	  organization.	  
.678	   	  
	   Change	  in	  market	  environment	   	   0.869	  
B.1	   The	  organization	  knows	  what	  aspects	  to	  consider	  in	  analyzing	  
the	  external	  market.	  
.732	   	  
B.2	   The	  organization	  uses	  specific	  methods	  to	  assess	  the	  market.	   .765	   	  
B.3	   I	   know	   which	   market	   trends	   would	   most	   affect	   my	  
organization.	  
.697	   	  
B.4	   The	   organization	   has	   identified	   aspects	   of	   a	   market	  
organization	  index	  in	  order	  to	  gain	  the	  upper	  hand	  in	  terms	  of	  
organizational	  restructuring	  	  
.690	   	  
	   Statutory	  &	  legal	  compliance	   	   0.916	  
C.1	   We	   restructured	   the	   organization	   in	   order	   to	   adhere	   to	  
legal/government	  requirements.	  
.734	   	  
C.2	   We	   have	   clear	   laws	   &	   regulations,	   which	   we	   are	   obliged	   to	  
follow	  when	  the	  organization	  is	  restructured.	  	  	  
.801	   	  
C.3	   We	   took	   a	   Governance	   Risk	   &	   Compliance	   (GRC)	   approach	  
towards	  the	  organizational	  restructuring.	  	  
.795	   	  
C.4	   We	   clarified	   tasks	   to	   ensure	   the	   proper	   implementation	   of	  
GRC	  procedures	  in	  our	  organization.	  
.794	   	  
C.5	   Limitations	  imposed	  by	  legal	  regulations	  were	  identified	  in	  the	  
restructuring	  process.	  
.799	   	  
	   Downsizing	   	   0.889	  
D.1	   We	   considered	   downsizing	   during	   our	   previous	  
restructuring.	  
.774	   	  
D.2	   The	   process	   of	   downsizing	   positively	   affected	   the	  
organization	  as	  a	  whole.	  
.801	   	  
D.3	   The	   process	   of	   downsizing	   negatively	   affected	   the	  
employees	  who	  remained.	  
.748	   	  
D.4	   The	  organization	  kept	  a	  balance	  between	  organization’s	  
interests	  and	  those	  of	  the	  employees.	  	  
.709	   	  
	   Enterprise	  information	  systems	  change	   	   0.840	  
F.1	   During	   the	   previous	   restructuring,	   we	   integrated	   new	  
information	  systems	  along	  with	  inherited	  systems.	  	  
.713	   	  




systems	  in	  our	  organization.	  
F.3	   We	  managed	  these	  risks	  efficiently	   to	  ensure	  that	  employees	  
could	  adapt	  to	  them.	  
.669	   	  
F.4	   We	   consulted	   third-­‐party	   experts	   before	   integrating	   the	   new	  
enterprise	  systems.	  
.672	   	  
	   Adoption	  of	  restructuring	   	   0.814	  
G.1	   We	  regularly	  review	  our	  organizational	  structure.	   .659	   	  
G.2	   Top	  management	  is	  keen	  to	  restructure	  the	  organization	  when	  
needed.	  
.718	   	  
G.3	   To	   be	   proactive	   towards	   today’s	   changing	   market	  
environment,	  organizational	  restructuring	  is	  required.	  
.611	   	  
2	   HR	  role	  during	  organizational	  restructuring	  	   	   	  
	   Channelizing	  information	   	   0.893	  
H.1	   The	   organization	   gives	   importance	   to	   the	   role	   of	   middle	  
management	   for	   the	   purpose	   of	   communicating	   strategies	  
between	  different	  levels.	  
.625	   	  
H.2	   During	   the	   restructuring	   process,	   HR	   department	   conducted	  
regular	  meetings	  with	  the	  employees	  
.710	   	  
H.3	   The	  organization	  used	  methods	  to	  assess	  the	  effectiveness	  of	  
communication	  during	  the	  restructuring	  process	  
.781	   	  
H.4	   The	   HR	   department	   had	   regular	   meetings	   with	   top	  
management	  to	  discuss	  the	  restructuring	  project	  
.812	   	  
H.5	   The	  HR	  department	  had	  regular	  meetings	  with	   line	  managers	  
to	  discuss	  the	  restructuring	  project	  
.772	   	  
	   Strategy	  initiation	   	   0.832	  
I.1	   In	  our	  organization,	   the	  HR	  department	  participates	  with	   top	  
management	  in	  strategy	  initiation.	  
.536	   	  
I.2	   The	  HR	  department’s	   involvement	   in	   strategy	   initiation	  helps	  
to	  implement	  organizational	  restructuring	  successfully.	  	  
.641	   	  
I.3	   The	   HR	   department	   knew	   why	   the	   organization	   was	  
restructured.	  	  
.733	   	  
I.4	   The	   HR	   department	   knew	   how	   the	   organization	   was	  
restructured.	  	  
.667	   	  
I.5	   It’s	   important	   to	   consider	   the	   human	   capital	   aspects	   of	   the	  
organization	  when	  strategy	  is	  initiated.	  
.575	   	  
	   Ensuring	  Adaptability	   	   0.901	  
J.1	   Employees	   found	   it	   easy	   to	   adjust	   to	   the	   new	  organizational	  
framework.	  	  
.725	   	  
J.2	   The	   HR	   department	   conveyed	   messages	   to	   the	   employees	  
concerning	  the	  restructuring	  	  
.690	   	  
J.3	   The	   HR	   department	   received	   feedback	   from	   the	   employees	  
concerning	  the	  restructuring.	  
.721	   	  
J.4	   	  The	   line	   management	   played	   an	   important	   role	   in	   ensuring	  
the	  adaptability	  of	  the	  employees.	  
.720	   	  
J.5	   I	   was	   provided	   with	   proper	   training	   related	   to	   the	  
restructuring.	  




J.6	   The	   organization	   used	   tools	   to	   measure	   employees’	  
adaptability	  to	  the	  new	  structure.	  	  
.757	   	  
	   Strategy	  integration	   	   0.847	  
K.1	   Line	   managers	   are	   properly	   involved	   in	   the	   restructuring	  
process.	  
.694	   	  
K.2	   I	  was	  given	  the	  opportunity	   to	  offer	   feedback	  concerning	   the	  
restructuring.	  	  
.693	   	  
K.3	   My	  manager	  helped	  me	  adapt	  to	  the	  change	  	   .680	   	  
K.4	   The	  restructuring	  of	  the	  organization	  was	  a	  good	  decision.	  	   .667	   	  
	   Management	  change	   	   0.881	  
L.1	   Overall,	  the	  restructuring	  project	  was	  managed	  efficiently.	   .758	   	  
L.2	   I’m	  satisfied	  with	  the	  role	  that	  HR	  played	   in	  the	  restructuring	  
exercise.	  	  
.748	   	  
L.3	   The	   line	   managers	   played	   a	   good	   part	   in	   making	   the	  
restructuring	  successful.	  	  
.737	   	  
L.4	   During	   the	   restructuring,	   the	   HR	   department	   properly	   dealt	  
with	  emotional	  dissent.	  
.726	   	  
3	   Perception	  of	  line	  managers,	  HR	  managers	  and	  Staff	   	   	  
	   Transparency	   	   0.903	  
M.1	   I’m	  satisfied	  with	  the	  level	  of	  information	  I	  received	  about	  the	  
restructuring.	  	  
.798	   	  
M.2	   The	  information	  I	  received	  about	  the	  restructuring	  was	  clear.	   .807	   	  
M.3	   During	   the	   restructuring,	   I	   was	   provided	   with	   accurate	  
information.	  
.772	   	  
M.4	   The	   information	  about	   the	   restructuring	  was	  disclosed	  to	   the	  
organization	  at	  every	  level.	  
.754	   	  
	   Clear	  definition	  of	  expectations	   	   0.876	  
N.1	   Top	   management	   specified	   their	   expectations	   from	   the	   HR	  
department	  concerning	  the	  restructuring.	  	  
.693	   	  
N.2	   HR	  explained	  to	  me	  their	  role	  in	  the	  restructuring.	  	   .788	   	  
N.3	   Middle	   management	   fully	   understood	   the	   role	   of	   HR	   in	   the	  
restructuring.	  
.708	   	  
N.4	   Employees	   knew	   what	   was	   expected	   from	   them	   during	   the	  
restructuring.	  	  
.749	   	  
	   Diversifying	  roles	   	   0.912	  
O.1	   HR	  played	  a	  strategic	  role	  in	  the	  restructuring.	   .800	   	  
O.2	   HR	  was	  a	  good	  facilitator	  for	  the	  restructuring	  project.	   .793	   	  
O.3	   HR	   properly	   dealt	   with	   resistance	   and	   interpersonal	   issues	  
during	  the	  restructuring.	  
.779	   	  
O.4	   The	  role	  of	  HR	  in	  the	  restructuring	  project	  was	  clear.	   .749	   	  
O.5	   During	   the	   restructuring,	   the	  HR	   staff	   acted	   according	   to	   the	  
role	  specified	  to	  them.	  
.765	   	  
	   Clear	  communication	   	   0.905	  
P.1	   I	  received	  clear	  information	  about	  the	  last	  restructuring	  of	  the	  
organization.	  
.832	   	  




executives	  to	  the	  employees.	  
P.3	   My	  manager	   shared	   information	   related	   to	   the	   restructuring	  
with	  me.	  
.764	   	  
P.4	   The	  HR	  department	  arranged	  a	  good	  number	  of	  meetings	  with	  
employees	  and	  shared	  information	  about	  the	  restructuring.	  
.740	   	  
	   Involvement	  of	  employees	   	   0.921	  
Q.1	   I	  was	  given	  the	  opportunity	  to	  contribute	  to	  the	  restructuring.	  	   .875	   	  
Q.2	   Cross-­‐functional	   teams	  were	  established	  for	  the	  restructuring	  
project.	  
.865	   	  
Q.3	   I	  was	  encouraged	  to	  give	  feedback	  related	  the	  restructuring	   .824	   	  
Q.4	   I	  feel	  that	  I	  could	  have	  contributed	  more	  in	  the	  restructuring	  if	  
I	  had	  been	  given	  a	  better	  opportunity.	  
.718	   	  
	   Perception	   	   0.927	  
R.1	   In	   general,	   I’m	   satisfied	   with	   how	   the	   organizational	  
restructuring	  was	  managed.	  
.876	   	  
R.2	   I’m	   satisfied	   with	   HR	   department	   performance	   in	   the	  
restructuring	  project.	  	  
.834	   	  
R.3	   I’m	  convinced	  with	  the	  changes	  happened	  as	  a	  result	  of	  
the	  restructuring.	  	  
.876	   	  
R.4	   I	  will	   do	  my	  best	   to	  help	   in	   implementing	   the	  decisions	  
taken	  in	  the	  restructuring.	  	  
.738	   	  
Table 4.7: Reliability Analysis for the Research Variables 
The findings are used, discussed, and interpreted in the next chapter, Chapter 5. 
4.5 Chapter Summary 
This chapter emphasized the preliminary analysis of the collected data. This 
includes first, examining the general descriptive analysis of the respondents’ profile 
and their response distribution. In addition, some initial interpretations were also put 
forward as a start for the data analysis process. This was followed by the reliability 
test, which covers all the research constructs to find the extent to which the 
measurements are reliable and valid. Item-to-total correlation was calculated for each 
variable. All variables have an acceptable correlation values ranged from 0.536 to 
0.875. Cronbach’s alpha was used to assess the internal consistency reliability. As 




significantly higher than the acceptable level of 0.60 (Nunnaly, 1978) and therefore, 
acceptable for further analysis. Table 4.9 presents a summary of the reliability 









Strategy	  Deployment	   5	   .619	   .896	  
Change	  in	  market	  environment	   4	   .506	   .869	  
Statutory	  &	  legal	  compliance	   5	   .528	   .916	  
Downsizing	   4	   .370	   .889	  
Enterprise	  information	  systems	  change	   4	   .463	   .840	  
Adoption	  of	  restructuring	   3	   .196	   .814	  
Channelizing	  information	   5	   .712	   .893	  
Strategy	  initiation	   5	   .570	   .832	  
Ensuring	  Adaptability	   6	   .723	   .901	  
Strategy	  integration	   4	   .708	   .847	  
Management	  change	   4	   .736	   .881	  
Transparency	   4	   .672	   .903	  
Clear	  definition	  of	  expectations	   4	   .664	   .876	  
Diversifying	  roles	   5	   .745	   .912	  
Clear	  communication	   4	   .730	   .905	  
Involvement	  of	  employees	   4	   .602	   .921	  
Perception	   4	   .713	   .927	  
Total	   74	   	   	  
Overall	  Total	  Alpha	   	   	   .917	  
Table 4.8: Reliability Analysis of Main Constructs in the Study of Organizational 
Restructuring 
 
In the next chapter, the hypothesis established in Chapter 2 will be tested 






Chapter 5: Results and Findings 
5.1 Introduction 
This chapter describes the second phase of the data analysis. The previous 
chapter validated and purified the data that was obtained from the fieldwork 
questionnaire. SPSS version 22 was used to analyse the data. In this chapter, the 
results are structured in three parts: 1) organizational restructuring drivers, 2) the role 
of HR department in the process of organizational restructuring, and 3) the 
perception that the line managers, HR managers and staff, and the organization 
employees have towards the role played by HRD during organizational restructuring. 
As discussed in Chapter 1, the aim of the thesis is to specify the main drivers leading 
organizations to undertake organizational restructuring, to study the role of HR 
department in the process of organizational restructuring and to analyze the 
perception that the line managers, HRD staff, and organization employees have 
towards the HR role played during organizational restructuring. Therefore, as 
explained in Chapter 1, the research attempts to address the following three 
questions: 
 
Question 1: What are the main drivers for organizational restructuring? 
This question examines factors that affect the adoption of organizational 
restructuring. This question poses several predetermining hypotheses. Each 
hypothesis will be tested by factor and regression analysis in the first part of this 
chapter. The main factors arising from this analysis are Strategy Deployment, 
Change in market environment, Statutory & Legal Compliance, Downsizing, and 




Question 2: What is the role of HR department in organizational restructuring? 
This question examines a set of factors that can predict the successful 
implementation of organizational restructuring. Part two of this chapter is devoted to 
determine these implementation factors and uses regression analysis to relate 
organizational restructuring success as dependent variables to the success factors as 
independent variables. Factor analysis is used as well to validate each factor. The 
main factors arising from the implementation stage are related to Channelizing 
information, Strategy initiation, Ensuring adaptability, Strategy integration and 
Management of change. 
Question 3: What are the perceptions of HR department, line managers, and 
employees toward HR department’s role in organizational restructuring? 
This question examines the implications of organizational restructuring. It is 
built on several predetermining hypotheses. The main factors arising from the 
perception stage/dimension are Transparency, Clear definition of expectations, 
Diversifying roles, Clear communication, Involvement of employees and Perception. 
Regression analysis is used to address the effects of Transparency, Clear definition of 
expectations, Diversifying roles, Clear communication, Involvement of employees 
and Perception. 
5.2 Part One: Organizational Restructuring Drivers 
5.2.1 Scale Development of the Adoption Constructs  
This section reports the scale development for the drivers of organizational 
restructuring constructs in part one. A sequence of steps has been followed through 
the scale development process. It involves the examination of internal reliability of 




analysis. Items, which fulfilled all requirements in the exploratory factor analysis, 
were then submitted to a reliability analysis to measure the item-total correlation and 
Cronbach alpha before being used in further analysis. This type of procedure was 
undertaken to sustain the reliability and validity of the data. This section will report 
the item scale development based on the survey questionnaire. 
5.2.2 Results of Factor Analysis 
Certain requirements need to be fulfilled before factor analysis can be 
successfully employed. One of the important requirements is to measure the 
variables by using interval scales. Using a 5-point Likert scale in the survey 
questionnaire fulfilled this requirement. A number of reasons account for this use of 
Likert scales. Firstly, they communicate interval properties to the respondent, and 
therefore produce data that can be assumed to be intervally scaled (Madsen, 1989; 
Schertzer & Kernan, 1985). Secondly, in the HR and organization theory literature 
Likert scales are almost always treated as interval scales (see for example, Aaker et 
al., 1995; Bagozzi, 1994; Kohli & Jaworski, 1990; Nerver & Slater, 1990; Tansuhaj 
et al., 1989). 
Another important criterion is that the sample size should be more than 100 since 
the researcher generally cannot use factor analysis with fewer than 50 observations 
(Hair et al., 2006). However, this requirement has been fulfilled because there were 
307 respondents in this research. The results of the tests are briefly discussed below:  
1. Bartlett's Test of Sphericity 
The result for Bartlett’s Test of Sphericity (BTS) was large at 4715.352, and the 
associated significance value was very small (p=0.000).  This shows that the data 
was appropriate for factor analysis. 




The Kaiser-Meyer-Olkin (KMO) for measurement of sample adequacy (MSA) gives 
the computed KMO as 0.871, which is adequate, and above acceptable level (see 
Table 5.1). 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .871 
Bartlett's Test of Sphericity 
Approx. Chi-Square 4715.352 
df 300 
Sig. .000 
Table 5.1: KMO and Bartlett's Test 
Source: Analysis of survey data 
 
As the above requirements were met, the researcher concluded that Factor 
Analysis was appropriate for this data set, so the procedures for factor analysis could 
be performed. 
3. Results of Principal Component Analysis Extraction process 
Factor extraction results using Principal Component Analysis (PCA) are 
given in Table 5.2. It should be noted that an eigenvalue of 1.0 is used as the 
benchmark in deciding the number of factors (Hair et al., 1998; Norusis, 1993). 
Factor Eigenvalue Variance Explained (%) Cumulative 
Variance (%) 
1 7.855 31.420	   31.420 
2 2.697 10.787	   42.207	  
3 2.393 9.573	   51.780	  
4 2.224 8.895	   60.676	  
5 1.764 7.055	   67.731	  
6 1.366 5.463	   73.193	  
Table 5.2: Principal Component Analysis Extraction Results 
Extraction method: Principal Component Analysis 
	  
An initial (un-rotated) solution identified 25 items and six factors with eigenvalues of 




As Table 5.3 shows, all 25 variables score high communalities that range 
from 0.669 to 0.808. Therefore, it could be concluded that a degree of confidence in 
the factor solution has been achieved. 
	   Initial Extraction 
A1 1.000 .765 
A2 1.000 .720 
A3 1.000 .780 
A4 1.000 .706 
A5 1.000 .681 
B1 1.000 .730 
B2 1.000 .778 
B3 1.000 .704 
B4 1.000 .687 
C1 1.000 .707 
C2 1.000 .760 
C3 1.000 .770 
C4 1.000 .792 
C5 1.000 .768 
D1 1.000 .779 
D2 1.000 .808 
D3 1.000 .741 
D4 1.000 .696 
F1 1.000 .723 
F2 1.000 .669 
F3 1.000 .679 
F4 1.000 .680 
G1 1.000 .710 
G2 1.000 .762 
G3 1.000 .703 
Table 5.3: Communalities for Adoption Dimension 
Extraction Method: Principal Component Analysis. 
	  
4. Factor Rotation and Factor Loading      
On being satisfied with the six chosen factors, a loading of all the items 
within the six factors was examined. The Varimax technique for rotated component 
analysis was used with a cut-off point for interpretation of the factors at 0.50 or 
greater. The results are summarised in Table 5.4 below:      




	  	  	  	  	   Component 
1 2 3 4 5 6 
A1 	   .825 	   	   	   	  
A2 	   .814 	   	   	   	  
A3 	   .799 	   	   	   	  
A4 	   .743 	   	   	   	  
A5 	   .726 	   	   	   	  
B1 	   	   	   .798 	   	  
B2 	   	   	   .825 	   	  
B3 	   	   	   .795 	   	  
B4 	   	   	   .746 	   	  
C1 .791 	   	   	   	   	  
C2 .820 	   	   	   	   	  
C3 .835 	   	   	   	   	  
C4 .860 	   	   	   	   	  
C5 .839 	   	   	   	   	  
D1 	   	   .859 	   	   	  
D2 	   	   .876 	   	   	  
D3 	   	   .839 	   	   	  
D4 	   	   .786 	   	   	  
F1 	   	   	   	   .803 	  
F2 	   	   	   	   .776 	  
F3 	   	   	   	   .784 	  
F4 	   	   	   	   .785 	  
G1 	   	   	   	   	   .812 
G2 	   	   	   	   	   .849 
G3 	   	   	   	   	   .813 
Table 5.4: Rotated Component Matrixa for Adoption Dimension 
Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization.a 
a. Rotation converged in 6 iterations. 
	  
All items were loaded onto the expected factors for which they were 
designed. Factor loadings were all higher than 0.5 so that each item loaded higher on 
its associated construct than on any other construct. As suggested by Hair et al. 
(2006), a factor loading higher than 0.35 is considered statistically significant at an 





5. Factor Naming and Interpretation Process 
The interpretation of the six-factor solution was accomplished by relating them to the 
theoretical concepts of Human Resources and Organization Theory literature. The six 
factors can be discussed as follows: 
1. Factor 1 consists of 5 items and fits very well with “Strategy Deployment.” This 
factor comprises the following variables: 1) Our restructuring was done to 
support the organization’s long term strategy, 2) The objectives of our 
organizational restructuring were clear, 3) We used a clear method of deploying 
strategy, 4) Our strategy deployment followed a set plan, and 5) I understand 
how my work directly contributes to the overall success of my organization. The 
values are closely grouped with the highest being “Our restructuring was done to 
support the organization’s long term strategy” (0.825) and the lowest “I 
understand how my work directly contributes to the overall success of my 
organization” (0.726). The overall mean for this factor is 3.81. This was 
calculated by taking the mean of the 6 items in this group. 
2. The second factor consists of 4 items. This factor represents the respondents’ 
views regarding “Change in market environment as a driver for organizational 
restructuring.” It covers the following items: 1) The organization knows what 
aspects to consider in analyzing the external market, 2) The organization uses 
specific methods to assess the market, 3) I know which market trends would 
most affect my organization, and 4) The organization has identified aspects of a 
market organization index in order to gain the upper hand in terms of 
organizational restructuring. The values are closely grouped with the highest 
being “The organization uses specific methods to assess the market” (0.825) and 




index in order to gain the upper hand in terms of organizational restructuring” 
(0.746). The overall mean for this factor is (3.51). This was calculated by taking 
the mean of the 4 items in this group. 
3. The third factor consists of 5 items. This factor represents the respondents’ 
opinions regarding “Statutory & legal compliance” as a driver for organizational 
restructuring. It covers the following variables 1) We restructured the 
organization in order to adhere to legal/government requirements, 2) We have 
clear laws & regulations, which we are obliged to follow when the organization 
is restructured, 3) We took a Governance Risk & Compliance (GRC) approach 
towards the organizational restructuring, 4) We clarified tasks to ensure the 
proper implementation of GRC procedures in our organization, and 5) 
Limitations imposed by legal regulations were identified in the restructuring 
process. The values are closely grouped with the highest being “We clarified 
tasks to ensure the proper implementation of GRC procedures in our 
organization” (0.860) and the lowest “We restructured the organization in order 
to adhere to legal/government requirements” (0.791). The overall mean for this 
factor is (3.41). This was calculated by taking the mean of the 5 items in this 
group. 
4. The fourth factor consists of 4 items and fits very well with the “Downsizing.” 
This factor comprises the following variables: 1) We considered downsizing 
during our previous restructuring, 2) The process of downsizing positively 
affected the organization as a whole, 3) The process of downsizing negatively 
affected the employees who remained, and 4) The organization kept a balance 
between organization’s interests and those of the employees. The values are 




affected the organization as a whole” (0.876) and the lowest “The organization 
kept a balance between organization’s interests and those of the employees” 
(0.786). The overall mean for this factor is 3.44. This was calculated by taking 
the mean of the 4 items in this group. 
5. The fifth factor consists of 5 items and fits very well with the “Enterprise 
information systems change.” This factor comprises the following variables: 1) 
During the previous restructuring, we integrated new information systems along 
with inherited systems; 2) We understand the risks involved in the change of 
enterprise systems in our organization; (3) We managed these risks efficiently to 
ensure that employees could adapt to them; and (4) We consulted third-party 
experts before integrating the new enterprise systems. The values are closely 
grouped with the highest being “During the previous restructuring, we integrated 
new information systems along with inherited systems” (0.803) and the lowest 
“We understand the risks involved in the change of enterprise systems in our 
organization” (0.776). The overall mean for this factor is 3.49. This was 
calculated by taking the mean of the 4 items in this group. 
6. Finally, the sixth factor consists of 3 items and fits very well with the “Adoption 
of restructuring.” This factor comprises the following items: 1) We regularly 
review our organizational structure; 2) Top management is keen to restructure 
the organization when needed; and 3) To be proactive towards today’s changing 
market environment, organizational restructuring is required. The values are 
closely grouped with the highest being “Top management is keen to restructure 
the organization when needed” (0.849) and the lowest “We regularly review our 
organizational structure” (0.812). The overall mean for this factor is 3.80. This 




5.2.3 Testing the Adoption of Restructuring Hypotheses 
The hypotheses for adopting the organizational restructuring are based on the 
theoretical framework set out in Chapter two. The following five hypotheses have 
been tested using multiple regression analysis.  
Hypotheses 
H1.1 Strategy Deployment has a significant positive effect on the need for 
organizational restructuring.    
H1.2 Change in market environment has a significant positive effect on the need for 
organizational restructuring.    
H1.3 Statutory & legal compliance has a significant positive effect on the need for 
organizational restructuring.       
H1.4 Downsizing has a significant positive effect on the need for organizational 
restructuring.    
H1.5 Enterprise information systems change has a significant positive effect on the 
need for organizational restructuring.    
 
5.2.3.1 Hypotheses Testing Procedures 
A hypothesis testing provides the mathematical underpinning for the inferential 
statistics employed in this study. The following steps are generally used in 
hypotheses testing (Cramer, 1998; Sekaran, 1984). 
1) Identify what the appropriate test statistic is 
2) Determine and set up the rejection region by looking up the critical value in the 
appropriate table 
3) Calculate the test statistic 
4) Draw the conclusion: reject or fail to reject 
5) Interpret the results 
The most important part in this procedure is to decide which test to use in which 
situation. However, for this part of study, multiple regression analysis was seen as 
the most appropriate since the hypotheses involved the relationships between one 





5.2.3.2 Multiple Regression Analysis 
Multiple regression analysis was used to test factors that affect the need for 
organizational restructuring hypotheses. It is a statistical technique that can be used 
to analyse the relationship between a single dependent variable and several 
independent variables (Hair et al., 1998). Multiple regression is an extension of 
bivariate regression in which several IVs are combined to predict the DV. Therefore, 
the objective is to use the independent variables whose values are known to predict 
the single dependent variable (Cramer, 1998; Hair et al., 2006). 
In its basic form, the multivariate regression equation is of the form: 
ε++++= kk xbxbxbby ........22110       
Where:  
y= the predicted value on the DV, 
b0=the y intercept, the value of y when all Xs=0, 
X= the various IVs, 
B1…k= the various coefficient assigned to the IVs during the regression. 
ε= standard error of estimates. 
The goal of the regression is to derive the B values known as regression coefficients, 
or beta coefficient. The beta coefficients allow the computation of reasonable Y 
values with the regression equation. The correlation between the obtained and 
predicted values for Y indicates the strength of the relationship between the DV and 
IVs. 
To assess the significance of the overall regression model, the results of 




used to test the null hypothesis that there is no linear relationship between dependent 
variable and independent variables. The statistic used to test this hypothesis is F 
ratio. The F test is used to test the significance of R, which is the same as testing the 
significance of R2, and indicates the significance of the regression model as a whole. 
As with other significance tests, the usual social science cut-off is that the model 
should be significant at the 0.05 level or better. 
Next is the partial regression coefficient B. The B coefficient is the 
unstandardized simple regression coefficient for the case of one independent 
variable. When there are two or more independents, the B coefficient is a partial 
regression coefficient. The beta weights are the regression B coefficients for 
standardized data. Therefore, Beta (B) is the average amount the dependent variable 
increases when the independent variable increases by one standard deviation and the 
other independent variables are held constant. A positive coefficient shows that the 
predicted value of the dependent variable increases when the value of the 
independent variable increases and vice versa.  
It is also important to examine the relationship between independent variables 
in a regression model for undesired effects of multicollinearity and singularity. 
Multicollinearity exists when variables are highly correlated (0.90 and above), and 
singularity exists when the variables are perfectly correlated. Multicollinearity and 
singularity indicate a high degree of redundancy of variables, and hence the need to 
remove them from the analysis.  
In SPSS, the classical measures for assessing both pairwise (i.e., two collinearity) 
and multiple variable collinearity are: 
1) The tolerance value, and 




Tolerance refers to the amount of variability of the specified independent 
variables not explained by the other variables. Therefore, very small tolerance values 
(and large VIF values) indicate a high level of collinearity; since it means that, it is 
highly predicted (collinear) with other predictor variables (Hair et al., 1998). If 
tolerance is less than 0.20, a problem with multicollinearity is indicated. Therefore, 
the cut-off threshold is a tolerance of 0.10, which corresponds to VIF values above 
10. Values of VIF that exceed 10 are often regarded as indicating multicollinearity. 
VIF refers to the effect that the other predictors of variables have on the variance of a 
regression coefficient, directly related to the tolerance value (VIFi=1/R2). 
It should be clear that the ratio of cases to independent variables must be high to 
avoid a meaningless solution. If there are more IVs than cases, a regression solution 
may be found which perfectly predicts the DV for each case. As a rule of thumb, 
there should be approximately 20 times more cases than IVs for good results, 
whereas a minimum of 5 times more cases than IVs may be used.  
Finally, data should be screened before it is processed and input to a multiple 
regression model. A frequency analysis was performed to detect univariate and 
multivariate outliers. Normality of the data was investigated by conducting tests of 
normality, namely skewness and kurtosis (Bagozzi & Yi, 1988). These indicated no 
departure from normality with any variable. Similarly, the examination of the 
residual plots assist in the assessment that the results meet the assumptions of 
normality, linearity, and homoscedasticity between predicted DV scores and errors of 
prediction.  
5.2.3.3 Results of Hypotheses Testing 
This section presents the results of all the hypotheses tested in the adoption of 




was used to test these hypotheses. These hypotheses can be expressed in a multiple 
linear regression equation as: 
The need for organizational restructuring = Constant + B1 Strategy 
Deployment + B2 Change in market environment + B3 Statutory & legal 
compliance + B4 Downsizing + B5 Enterprise information systems change 
+ ε 
To investigate the previous hypotheses, all variables were entered in a single 
block. It is found that the proposed model explains a significant percentage of 
variance to indicate the importance of the suggested variables explaining the need for 
organizational restructuring. Table 5.5 shows that 72.2% of the observed variability 
in the need for organizational restructuring is explained by the five independent 
variables (R2= 0.722, Adjusted R2= 0.717). 
 
Model R R Square Adjusted R Square Std. Error of the 
Estimate 
1 .850a .722 .717 .33115 
Table 5.5: Model Summary for Adoption 
a. Predictors: (Constant), Enterprise information systems change, Strategy Deployment, Downsizing, Statutory 
& legal compliance, Change in market environment 
 
To test the equivalent null hypothesis that there is no linear relationship in the 
population between the dependent variable and the independent variables, the 
ANOVA in Table 5.6 is used. 
Model Sum of Squares df Mean Square F Sig. 
1 
Regression 85.702 5 17.140 156.301 .000b 
Residual 33.008 301 .110 	   	  
Total 118.710 306 	   	   	  
Table 5.6: Summary of ANOVAb Table 
a. Dependent Variable: Need for Organizational Restructuring 
b. Predictors: (Constant), Enterprise information systems change, Strategy Deployment, Downsizing, Statutory 





Results from Table 5.6 shows that the ratio of the two mean squares (F) was 
156.301 (F-value=156.301, P<0.001). Since the observed significance level was less 
than 0.001, the five variables influence the respondents’ attitudes toward using the 
need for organizational restructuring.    
To test the null hypothesis that the population partial regression coefficient 
for a variable is 0, t-statistic and its observed significance level were used. The 





t Sig. Collinearity 
Statistics 
B Std. Error Beta Tolerance VIF 
1 
(Constant) -.111 .172 	   -.648 .518 	   	  
Strategy 
Deployment 
.073 .039 .068 1.873 .062 .697 1.435 
Change in market 
environment 
.020 .041 .018 .477 .633 .677 1.478 
Statutory & legal 
compliance 
.019 .033 .020 .572 .056 .755 1.325 




1.021 .042 .835 24.082 .000 .769 1.301 
Table 5.7: Results of Regression Coefficientsa for Adoption 
a. Dependent Variable: Need for Organizational Restructuring 
 
Results from Table 5.7 indicate that it can safely be proceed to reject the null 
hypotheses that the coefficients for strategy deployment H1.1 (B=0.068, t= 1.873, 
p<0.010), Statutory & legal compliance H1.3 (B=0.020, t=.572, p<0.010), 
Downsizing H1.4 (B=0.058, t= 1.763, p<0.010) and Enterprise information systems 
change H1.5 (B=0.835, t= 24.082, p<0.001) are 0. However, it should be logical to 
accept the null hypothesis for Change in market environment H1.2, since the partial 




p>0.10). The beta weights show that the Enterprise information systems change 
(B=0.835) is relatively stronger than strategy deployment (B= 0.068), downsizing 
(B= 0.058) and Statutory & legal compliance (B=0.020) in explaining changes in the 
need for organizational restructuring.      
Although the hypothesis for Change in market environment is rejected, 
investigation of its effect on the need for organizational restructuring alone reveals 
that it has a significant positive linear relationship. This suggests that with the other 
four variables in the regression model, its impact on organizational restructuring was 
overshadowed. 
Multicollinearity between the independent variables was minimal, as shown 
by the values of Tolerance that average between 0.677 to 0.850and VIF that average 
between 1.177 and 1.478, indicating that the results were reliable. The results are 
summarised below:  
Hypotheses Results 
H1.1 Strategy Deployment has a significant positive effect on the need 
for organizational restructuring.    
Accepted 
H1.2 Change in market environment has a significant positive effect on 
the need for organizational restructuring.    
Rejected 
H1.3 Statutory & legal compliance has a significant positive effect on 
the need for organizational restructuring.       
Accepted 
H1.4 Downsizing has a significant positive effect on the need for 
organizational restructuring.    
Accepted 
H1.5 Enterprise information systems change has a significant positive 
effect on the need for organizational restructuring.    
Accepted 
 
5.3 Part Two: Restructuring Implementation  
  This is an important part of the survey. Here respondents were asked to assess 
the criticality of 24 important items that represent five success factors that lead to 




studies. As discussed in Chapter 2, the factors were categorized into five dimensions, 
namely channelizing information, strategy initiation, ensuring adaptability, strategy 
integration and management for change covering nearly all aspects of organizational 
restructuring. 
5.3.1 Scale Development of Restructuring Factors  
This section reports the scale development for the Organizational 
Restructuring implementation constructs. First, a sequence of steps was followed 
through the scale development process. It involved examination of internal reliability 
of the data set using item-total correlation, reliability test, and exploratory factor 
analysis. Secondly, items, which fulfilled all requirements in exploratory factor 
analysis, were then submitted again to reliability analysis to measure the item-total 
correlation and Cronbach alpha before they were finalised in order to be used in 
further analysis. This type of procedure was undertaken to sustain the reliability and 
validity of the data. This section will report the item scale development based on the 
survey questionnaire findings. 
5.3.1.1 Results of Factor Analysis 
A factor analysis was applied to reduce data and elicit the Organizational 
Restructuring implementation constructs. This part includes five factors that present 
Organizational Restructuring implementation constructs. The results of the rest of the 
tests are briefly discussed below:  
1. Bartlett's Test of Sphericity 
The result for Bartlett’s Test of Sphericity (BTS) was large at 4620.290, and the 
associated significance value was very small (p=0.000).  This finding shows that the 




2. Kaiser-Meyer-Olkin Measure of Sampling Adequacy.  
The Kaiser-Meyer-Olkin (KMO) for measurement of sample adequacy (MSA) gives 
the computed KMO as 0.925, which is adequate, and above acceptable level (see 
Table 5.8).  
	  
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .925 
Bartlett's Test of Sphericity 
Approx. Chi-Square 4620.290 
df 276 
Sig. .000 
Table 5.8: KMO and Bartlett's Test 
Source: Analysis of survey data 
 
As the above requirements were met, the researcher concluded that FA was 
appropriate for this data set. The procedures for factor analysis were then performed. 
3. Results of Principal Component Analysis Extraction process  
Factor extraction results using Principal Component Analysis (PCA) is given 
in Table 5.9. It should be noted that eigenvalue of 1.0 is used as the benchmark in 
deciding the number of factors (Hair et al., 2006; Norusis, 1993). 
  Factor Eigenvalue Variance Explained (%) Cumulative 
Variance (%) 
1 10.231	   42.628	   42.628	  
2 2.254	   9.393	   52.021	  
3 1.551	   6.462	   58.483	  
4 1.380	   5.750	   64.232	  
5 1.097	   4.572	   68.804	  
Table 5.9: Principal Component Analysis Extraction Results 
	  Extraction method: Principal Component Analysis 
	  
 
An initial (un-rotated) solution identified 24 items and five factors with 




As Table 5.10 shows, all 24 variables score high communalities that range 
from 0.502 to 0.788. Therefore, it could be concluded that a degree of confidence in 
the factor solution has been achieved. 
 Initial Extraction 
H1 1.000 .588 
H2 1.000 .676 
H3 1.000 .761 
H4 1.000 .788 
H5 1.000 .740 
I1 1.000 .502 
I2 1.000 .611 
I3 1.000 .728 
I4 1.000 .662 
I5 1.000 .637 
J1 1.000 .694 
J2 1.000 .641 
J3 1.000 .681 
J4 1.000 .650 
J5 1.000 .714 
J6 1.000 .717 
K1 1.000 .680 
K2 1.000 .659 
K3 1.000 .688 
K4 1.000 .735 
L1 1.000 .743 
L2 1.000 .764 
L3 1.000 .733 
L4 1.000 .722 
Table 5.10: Communalities 
Extraction Method: Principal Component Analysis. 
	  
4. Factor Rotation and Factor Loading      
On being satisfied with the five chosen factors, a loading of all the items 
within the five factors was examined. The Varimax technique for rotated component 
analysis was used with a cut-off point for interpretation of the factors at 0.50 or 





	   Component 
1 2 3 4 5 
H1 	   .710 	   	   	  
H2 	   .723 	   	   	  
H3 	   .709 	   	   	  
H4 	   .786 	   	   	  
H5 	   .751 	   	   	  
I1 	   	   .602 	   	  
I2 	   	   .741 	   	  
I3 	   	   .786 	   	  
I4 	   	   .764 	   	  
I5 	   	   .746 	   	  
J1 .783 	   	   	   	  
J2 .667 	   	   	   	  
J3 .775 	   	   	   	  
J4 .705 	   	   	   	  
J5 .743 	   	   	   	  
J6 .739 	   	   	   	  
K1 	   	   	   	   .630 
K2 	   	   	   	   .691 
K3 	   	   	   	   .737 
K4 	   	   	   	   .797 
L1 	   	   	   .738 	  
L2 	   	   	   .750 	  
L3 	   	   	   .747 	  
L4 	   	   	   .755 	  
Table 5.11: Rotated Component Matrixa 
Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization.a 
a. Rotation converged in 6 iterations. 
 
All items were loaded onto the expected factors for which they were 
designed. Factor loadings were all higher than 0.5 so that each item loaded higher 
on its associated construct than on any other construct. As suggested by Hair et al. 
(2006), a factor loading higher than 0.35 is considered statistically significant at 





5. Factor Naming and Interpretation Process 
The interpretation of the five-factor solution was accomplished by relating them 
to the theoretical concepts of Human Resources and Organization Theory literature. 
The five factors can be discussed as follows: 
1. Factor 1 consists of 5 items and fits very well with the “Channelizing 
information.” This factor comprises the following variables 1) The organization 
gives importance to the role of middle management for the purpose of 
communicating strategies between different levels; 2) During the restructuring 
process, HR department conducted regular meetings with the employees; 3) The 
organization used methods to assess the effectiveness of communication during 
the restructuring process; 4) The HR department had regular meetings with top 
management to discuss the restructuring project; and 5) The HR department had 
regular meetings with line managers to discuss the restructuring project. The 
values are closely grouped with the highest being “The HR department had 
regular meetings with top management to discuss the restructuring project” 
(0.786) and the lowest “The organization used methods to assess the effectiveness 
of communication during the restructuring process” (0.709). The overall mean for 
this factor is 3.43. This was calculated by taking the mean of the 5 items in this 
group. 
2. The second factor consists of 5 items. This factor represents the respondents’ 
views regarding “Strategy initiation” as an important factor for successful 
organizational restructuring. It covers the following items 1) In our organization, 
the HR department participates with top management in strategy initiation; 2) The 
HR department’s involvement in strategy initiation helps to implement 




organization was restructured; 4) The HR department knew how the organization 
was restructured; and 5) It’s important to consider the human capital aspects of 
the organization when strategy is initiated. The values are closely grouped with 
the highest being “The HR department knew why the organization was 
restructured” (0.786) and the lowest “In our organization, the HR department 
participates with top management in strategy initiation” (0.602). The overall mean 
for this factor is 3.69. This was calculated by taking the mean of the 5 items in 
this group. 
3. The third factor consists of 6 items. This factor represents the respondents’ 
opinions regarding “Ensuring Adaptability” as a driver for successful 
organizational restructuring. It covers the following variables 1) Employees found 
it easy to adjust to the new organizational framework, 2) The HR department 
conveyed messages to the employees concerning the restructuring, 3) The HR 
department received feedback from the employees concerning the restructuring, 4) 
The line management played an important role in ensuring the adaptability of the 
employees, 5) I was provided with proper training related to the restructuring, and 
6) The organization used tools to measure employees’ adaptability to the new 
structure. The values are closely grouped with the highest being “The HR 
department received feedback from the employees concerning the restructuring” 
(0.775) and the lowest “The HR department conveyed messages to the employees 
concerning the restructuring” (0.667). The overall mean for this factor is 3.36. 
This was calculated by taking the mean of the six items in this group. 
4. The fourth factor consists of 4 items and fits very well with “Strategy integration.” 
This factor comprises the following variables 1) Line managers are properly 




feedback concerning the restructuring, 3) My manager helped me adapt to the 
change, and 4) The restructuring of the organization was a good decision. The 
values are closely grouped with the highest being “The restructuring of the 
organization was a good decision” (0.797) and the lowest “Line managers are 
properly involved in the restructuring process” (0.630). The overall mean for this 
factor is 3.53. This was calculated by taking the mean of the 4 items in this group. 
5. The fifth factor consists of 4 items and fits very well with “Management change.” 
This factor comprises the following variables: 1) Overall, the restructuring project 
was managed efficiently; 2) I’m satisfied with the role that HR played in the 
restructuring exercise; 3) The line managers played a good part in making the 
restructuring successful; and 4) During the restructuring, the HR department 
properly dealt with emotional dissent. The values are closely grouped with the 
highest being “During the restructuring, the HR department properly dealt with 
emotional dissent” (0.755) and the lowest “Overall, the restructuring project was 
managed efficiently” (0.738). The overall mean for this factor is 3.50. This was 
calculated by taking the mean of the 4 items in this group. 
5.3.2 Testing the Implementation Hypotheses 
The hypotheses in this part were based on the theoretical framework set out in 
chapter two. There are five hypotheses tested in this part. The following are the 
outlined testable hypotheses that are related to the Implementation of Organizational 
Restructuring.  
Hypotheses 
H2.1 Organizational Restructuring success is dependent up on a group of factors. 
H2.2 Channelizing information has a significant positive effect on the successful 
organizational restructuring. 





H2.4 Ensuring Adaptability has a significant positive effect on the successful 
organizational restructuring. 
H2.5 Strategy integration has a significant positive effect on the successful 
organizational restructuring. 
H2.6 Management change has a significant positive effect on the successful 
organizational restructuring. 
	  
5.3.2.1 Results of Hypotheses Testing 
This section presents the results of all the hypotheses tested in the 
implementation stage. Hypothesis 2.1 was tested using ranking analysis and One-
Sample Test. Hypotheses 2.2 to 2.6 were tested using multiple regression analysis. 
5.3.2.1.1 Results 1:  Organizational Restructuring Success Factors 
H2.1 Organizational Restructuring success is dependent up on a group of factors. 
 
Organizational Restructuring success factors have been measured in terms of 
a Likert scale ranging from 1 to 5.   
 
 
1. Overall Success Factors Assessment  
With respect to the overall assessment of these factors, Table 5.12 shows that the 24 
factors were ranked above the cut-off point of 3, representing a considerable level of 
importance.  
 
	   N Mean Std. 
Deviation 
Channelizing information 307 3.4313 .63168 
H1 307 3.4919 .68773 
H2 307 3.3941 .77398 
H3 307 3.3583 .80152 
H4 307 3.4756 .73779 




Strategy initiation 307 3.6899 .49862 
I1 307 3.5798 .63861 
I2 307 3.7850 .64121 
I3 307 3.6091 .62386 
I4 307 3.6450 .61649 
I5 307 3.8306 .70755 
Ensuring Adaptability 307 3.3681 .61250 
J1 307 3.3779 .76733 
J2 307 3.4756 .72438 
J3 307 3.3453 .68932 
J4 307 3.4560 .72796 
J5 307 3.2769 .74418 
J6 307 3.2769 .83522 
Strategy integration 307 3.5318 .57983 
K1 307 3.5472 .70956 
K2 307 3.4332 .73959 
K3 307 3.5570 .69016 
K4 307 3.5896 .66245 
Management of change 307 3.5073 .62110 
L1 307 3.5993 .72247 
L2 307 3.5407 .75460 
L3 307 3.5081 .73815 
L4 307 3.3811 .67739 
Table 5.12: Factors that Affect Organizational Restructuring Success 
2. One-Sample Test of Statistical Significance of the Critical Success Factors 
A one-sample test was conducted to determine whether these observed means of the 
factors H2.1 (see Table 5.12 above) are significantly different from the mid-point 
3.0. The results are given in Table 5.13 below. 
 
	   Test Value = 3 









11.963 306 .000 .43127 .3603 .5022 
H1 12.531 306 .000 .49186 .4146 .5691 




H3 7.833 306 .000 .35831 .2683 .4483 
H4 11.294 306 .000 .47557 .3927 .5584 
H5 9.985 306 .000 .43648 .3505 .5225 
Strategy initiation 24.243 306 .000 .68990 .6339 .7459 
I1 15.908 306 .000 .57980 .5081 .6515 
I2 21.451 306 .000 .78502 .7130 .8570 
I3 17.108 306 .000 .60912 .5391 .6792 
I4 18.330 306 .000 .64495 .5757 .7142 
I5 20.569 306 .000 .83062 .7512 .9101 
Ensuring Adaptability 10.529 306 .000 .36808 .2993 .4369 
J1 8.628 306 .000 .37785 .2917 .4640 
J2 11.503 306 .000 .47557 .3942 .5569 
J3 8.776 306 .000 .34528 .2679 .4227 
J4 10.976 306 .000 .45603 .3743 .5378 
J5 6.519 306 .000 .27687 .1933 .3604 
J6 5.808 306 .000 .27687 .1831 .3707 
Strategy integration 16.069 306 .000 .53176 .4666 .5969 
K1 13.513 306 .000 .54723 .4675 .6269 
K2 10.263 306 .000 .43322 .3502 .5163 
K3 14.141 306 .000 .55700 .4795 .6345 
K4 15.594 306 .000 .58958 .5152 .6640 
Management change 14.312 306 .000 .50733 .4376 .5771 
L1 14.535 306 .000 .59935 .5182 .6805 
L2 12.555 306 .000 .54072 .4560 .6255 
L3 12.062 306 .000 .50814 .4252 .5910 
L4 9.858 306 .000 .38111 .3050 .4572 
Table 5.13: One Sample Test of Statistical Significance Implementation Factors 
In Table 5.13 above, the results are found to be very significantly different 
from the mid-point 3.0 (p<0.01). This confirms that all suggested items are in the 
positive side. Consequently, it is sensible to safely accept the hypothesis that 
Organizational Restructuring success is dependent up on the suggested items. 
 
5.3.2.1.2 Results 2: The Effect of Organizational Restructuring Factors on Success 





H2.3 Strategy initiation has a significant positive effect on the successful 
organizational restructuring. 
H2.4 Ensuring Adaptability has a significant positive effect on the successful 
organizational restructuring. 
H2.5 Strategy integration has a significant positive effect on the successful 
organizational restructuring. 
H2.6 Management change has a significant positive effect on the successful 
organizational restructuring. 
 
These hypotheses can be expressed in a multiple linear regression equation as: 
Restructuring Success= Constant + B1 Channelizing information + B2 Strategy 
initiation + B3 global dimension related factors + B4 Ensuring Adaptability + B5 
Strategy integration + B6 Management change + ε 
To investigate the hypothesis, entering all variables in a single block, it is 
found that the proposed model explains a significant percentage of variance in 
organizational restructuring success. Table 5.14 shows that 76.6% of the observed 
variability in the relative advantage is explained by the five independent variables 
(R2= 0.769, Adjusted R2= 0.766). 
 
Model R R Square Adjusted R Square Std. Error of the 
Estimate 
1 .877a .769 .766 .25597 
Table 5.14: Model Summary 
a. Predictors: (Constant), Management change, Strategy initiation, Channelizing information, Strategy 
integration, Ensuring Adaptability 
To test the equivalent null hypothesis that there is no linear relationship in the 
population between the dependent variable and the independent variables, the 
ANOVA in Table 5.15 is used. 
Model Sum of Squares df Mean Square F Sig. 
1 
Regression 65.805 5 13.161 200.865 .000b 




Total 85.527 306 	   	   	  
Table 5.15: Summary of ANOVAb Table 
a. Dependent Variable: Restructuring Success 
b. Predictors: (Constant), Management change, Strategy initiation, Channelizing information, Strategy 
integration, Ensuring Adaptability 
	  
Results from Table 5.15 show that the ratio of the two mean squares (F) was 
200.865 (F-value=200.865, P<0.001). Since the observed significance level was less 
than 0.001, the five variables influence the organizational restructuring success.    
To test the null hypothesis that the population partial regression coefficient for a 
variable is 0, t-statistic and its observed significance level were used. The results are 






t Sig. Collinearity 
Statistics 
B Std. Error Beta Tolerance VIF 
1 
(Constant) .306 .122 	   2.519 .012 	   	  
Channelizing 
information 
.061 .033 .073 1.839 .067 .492 2.031 
Strategy initiation .044 .035 .041 1.246 .214 .700 1.428 
Ensuring 
Adaptability 
.215 .034 .250 6.402 .000 .504 1.984 
Strategy 
integration 
.156 .035 .171 4.422 .000 .514 1.945 
Management 
change 
.428 .034 .503 12.721 .000 .490 2.042 
 
Table 5.16: Results of Regression Coefficientsa 
a. Dependent Variable: Restructuring Success 
 
Results from Table 5.16 indicate that it is safe to reject that the null hypotheses that 
the coefficients for Channelizing information H2.2 (B=0.073, t= 1.839, p<0.010), 
Ensuring Adaptability H2.4 (B=0.250, t= 6.402, p<0.01), Strategy integration H2.5 
(B=0.171, t= 4.422, p<0.001), and Management change H2.6 (B=0.503, t= 12.721, 




strong significant positive influence on organizational restructuring success. Also 
Ensuring Adaptability (B= .250), External Factors (B= .187), Strategy Integration 
(B= .171) and Channelizing Information (B= .073) have a significant positive effect 
on organizational restructuring success.      
The null hypothesis for strategy initiation has to be accepted, since the partial 
coefficient does not contribute significantly to the model H2.3 (B=0.041, t= 1.246, 
p>0.10). However, although the hypothesis for Strategy Initiation is rejected, 
investigation of its effect on the need for organizational restructuring alone reveals 
that it has a significant positive linear relationship. This suggests that with the other 
four variables in the regression model, its impact on the success of organizational 
restructuring was overshadowed. 
Multicollinearity between the independent variables was minimal, as shown 
in by the values of tolerance that average between 0.492 to .700 and VIF that average 
between 1.428 and 2.042, indicating that the results were reliable. Based on the 
above the results are summarised below:  
Hypotheses Results 
H2.1 Organizational Restructuring success is dependent up on a 
group of factors. 
Accepted 
H2.2 Channelizing information has a significant positive effect on 
the successful organizational restructuring. 
Accepted 
H2.3 Strategy initiation has a significant positive effect on the 
successful organizational restructuring. 
Rejected 
H2.4 Ensuring Adaptability has a significant positive effect on the 
successful organizational restructuring. 
Accepted 
H2.5 Strategy integration has a significant positive effect on the 
successful organizational restructuring. 
Accepted 
H2.6 Management change has a significant positive effect on the 






5.4 Part Three: Perception of Line Managers, HRD and Organization 
Employees 
This section reports the scale development for the implication constructs of 
organizational restructuring in part three. As mentioned earlier, a sequence of steps 
was followed through the scale development process. It involved examination of 
internal reliability of the data set using item-total correlation, reliability test, and 
exploratory factor analysis. Items, which fulfilled all requirements in exploratory 
factor analysis, were then submitted again to reliability analysis to measure the item-
total correlation and Cronbach alpha before they were finalised in order to be used in 
further analysis. This type of procedure was undertaken to sustain the reliability and 
validity of the data. This section will report the item scale development based on the 
questionnaire. 
5.4.1 Scale Development of Organizational Restructuring Perceptions  
This part includes a group of variables that focus on Organizational 
Restructuring Perceptions that might be perceived by line managers, HR managers 
and employees. 
5.4.2 Results of Factor Analysis 
The sample was asked to indicate the effect of organizational restructuring on 
their perceptions. As mentioned in Chapter 2 organizational restructuring is expected 
to be affected by transparency, clear definition of expectations, diversifying roles, 
clear communication and involvement of employees. The results of factor analysis 






1. Bartlett's Test of Sphericity 
The result for Bartlett’s Test of Sphericity (BTS) was large at 6602.288, and the 
associated significance value was very small (p=0.000).  This finding shows that the 
data were appropriate for factor analysis. 
2.  Kaiser-Meyer-Olkin Measure of Sampling Adequacy.  
The Kaiser-Meyer-Olkin (KMO) for measurement of sample adequacy 
(MSA) shows 0.933 that can be classified as meritorious (see Table 5.17).  
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .933 
Bartlett's Test of Sphericity 
Approx. Chi-Square 6602.288 
df 300 
Sig. .000 
Table 5.17: KMO and Bartlett's Test 
Source: Analysis of Survey Data 
 
As the above requirements were met, the researcher concluded that FA was 
appropriate for this data set. The procedures for factor analysis were then performed. 
3. Results of PCA Extraction process 
Several iterations were made during the factor analysis. Results of the factor 
extraction using principal component analysis (PCA) are presented in Table 5.18. An 
initial (un-rotated) solution identified 25 items and six factors with eigenvalues over 










Factor Eigenvalue Variance Explained (%) Cumulative 
Variance (%) 
1 12.467	   49.867	   49.867	  
2 1.718	   6.872	   56.739	  
3 1.648	   6.594	   63.333	  
4 1.493	   5.972	   69.305	  
5 1.268	   5.071	   74.376	  
6 1.012	   4.047	   78.424	  
Table 5.18: Total Variance Explained 
As Table 5.19 shows, all 25 variables score high communalities that range 
from 0.663 to 0.887. Therefore, it could be concluded that a degree of confidence in 
the factor solution is presented.  
	  
	   Initial Extraction 
M1 1.000 .799 
M2 1.000 .816 
M3 1.000 .753 
M4 1.000 .742 
N1 1.000 .663 
N2 1.000 .811 
N3 1.000 .703 
N4 1.000 .745 
O1 1.000 .776 
O2 1.000 .775 
O3 1.000 .752 
O4 1.000 .712 
O5 1.000 .727 
P1 1.000 .832 
P2 1.000 .839 
P3 1.000 .778 
P4 1.000 .725 
Q1 1.000 .866 
Q2 1.000 .857 
Q3 1.000 .806 
Q4 1.000 .765 
R1 1.000 .851 
R2 1.000 .816 
R3 1.000 .887 
R4 1.000 .809 
Table 5.19: Communalities 






4. Factor Rotation and factor Loading 
On being satisfied with the six chosen factors, factor loading of all the items 
within the six factors was examined. The Varimax technique for rotated component 
analysis was used. The cut-off point for interpretation of the factors was maintained 
at 0.50 or greater. The results are summarised in Table 5.20 below: 
 
	   Component 
1 2 3 4 5 6 
M1 	   .786 	   	   	   	  
M2 	   .810 	   	   	   	  
M3 	   .751 	   	   	   	  
M4 	   .767 	   	   	   	  
N1 	   	   	   	   .700 	  
N2 	   	   	   	   .762 	  
N3 	   	   	   	   .732 	  
N4 	   	   	   	   .741 	  
O1 .774 	   	   	   	   	  
O2 .751 	   	   	   	   	  
O3 .768 	   	   	   	   	  
O4 .718 	   	   	   	   	  
O5 .756 	   	   	   	   	  
P1 	   	   	   	   	   .730 
P2 	   	   	   	   	   .807 
P3 	   	   	   	   	   .761 
P4 	   	   	   	   	   .613 
Q1 	   	   .805 	   	   	  
Q2 	   	   .832 	   	   	  
Q3 	   	   .746 	   	   	  
Q4 	   	   .842 	   	   	  
R1 	   	   	   .747 	   	  
R2 	   	   	   .705 	   	  
R3 	   	   	   .839 	   	  
R4 	   	   	   .854 	   	  
Table 5.20: Rotated Component Matrixa 
Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization.a 





All items loaded onto the expected factors as they were originally designed. 
Factor loading were all higher than 0.5 on its own factors and, therefore, each item 
loaded higher on its associated construct than on any other construct. As suggested 
by Hair et al. (1998), a factor loading higher than 0.35 is considered statistically 
significant at an alpha level of 0.05; thus, all the items loaded significantly on its own 
factor. This supported the discriminant validity of the measurement.  
5. Factor Naming and Interpretation Process 
The interpretation of the six-factor solution was accomplished by relating them to 
the theoretical concepts of human resources management and organization theory. 
The six factors can be discussed as follows: 
1. The first factor consists of 4 items. This factor represents the consequences of the 
organizational restructuring on “Transparency.” This factor comprises the 
following variables: 1) I’m satisfied with the level of information I received about 
the restructuring; 2) The information I received about the restructuring was clear; 
3) During the restructuring, I was provided with accurate information; and 4) The 
information about the restructuring was disclosed to the organization at every 
level. The values are closely grouped with the highest being “The information I 
received about the restructuring was clear” (0.810) and the lowest “During the 
restructuring, I was provided with accurate information” (0.751). The overall 
mean for this factor is 3.42. This was calculated by taking the mean of the 4 items 
in this group. 
2. The second factor consists of 4 items. This factor represents the respondents’ 
views regarding “Clear definition of expectations.” It covers the following items: 
1) Top management specified their expectations from the HR department 




3) Middle management fully understood the role of HR in the restructuring, and 4) 
Employees knew what was expected from them during the restructuring. The 
values are closely grouped with the highest being “HR explained to me their role 
in the restructuring” (0.762) and the lowest “Top management specified their 
expectations from the HR department concerning the restructuring” (0.700). The 
overall mean for this factor is 3.43. This was calculated by taking the mean of the 
4 items in this group. 
3. The third factor consists of 5 items. This factor represents the respondents’ 
opinions regarding “Diversifying roles” as perceived by workers. It covers the 
following variables: 1) HR played a strategic role in the restructuring; 2) HR was 
a good facilitator for the restructuring project; 3) HR properly dealt with 
resistance and interpersonal issues during the restructuring; 4) The role of HR in 
the restructuring project was clear; and 5) During the restructuring, the HR staff 
acted according to the role specified to them. The values are closely grouped with 
the highest being “HR played a strategic role in the restructuring” (0.774) and the 
lowest “The role of HR in the restructuring project was clear” (0.718). The overall 
mean for this factor is 3.49. This was calculated by taking the mean of the 5 items 
in this group. 
4. The fourth factor consists of 4 items and fits very well with “Clear 
communication.” This factor comprises the following variables: 1) I received 
clear information about the last restructuring of the organization, 2) Information 
about the restructuring was passed from the top executives to the employees, 3) 
My manager shared information related to the restructuring with me, and 4) The 
HR department arranged a good number of meetings with employees and shared 




highest being “Information about the restructuring was passed from the top 
executives to the employees” (0.807) and the lowest “The HR department 
arranged a good number of meetings with employees and shared information 
about the restructuring” (0.613). The overall mean for this factor is 3.47. This was 
calculated by taking the mean of the 4 items in this group. 
5. The fifth factor consists of 4 items and fits very well with the “Involvement of 
employees.” This factor comprises the following variables: 1) I was given the 
opportunity to contribute to the restructuring, 2) Cross-functional teams were 
established for the restructuring project, 3) I was encouraged to give feedback 
related the restructuring, and 4) I feel that I could have contributed more in the 
restructuring if I had been given a better opportunity. The values are closely 
grouped with the highest being “I feel that I could have contributed more in the 
restructuring if I had been given a better opportunity” (0.842) and the lowest “I 
was encouraged to give feedback related the restructuring” (0.746). The overall 
mean for this factor is 3.37. This was calculated by taking the mean of the 4 items 
in this group. 
6. Finally, the sixth factor consists of 4 items and fits very well with the 
“Perception.” This factor comprises the following items: 1) In general, I’m 
satisfied with how the organizational restructuring was managed; 2) I’m satisfied 
with HR department performance in the restructuring project; 3) I’m convinced 
with the changes happened as a result of the restructuring; and 4) I will do my best 
to help in implementing the decisions taken in the restructuring. The values are 
closely grouped with the highest being “I will do my best to help in implementing 
the decisions taken in the restructuring” (0.854) and the lowest “I’m satisfied with 




mean for this factor is 3.74. This was calculated by taking the mean of the 4 items 
in this group.  
 
5.4.3 Testing the Perceptions of Organizational Restructuring Hypotheses 
The hypotheses in this part were based on the theoretical framework set out in 
Chapter 2. There are six hypotheses tested in this part. The following are the outlined 
testable hypotheses that are related to the perceptions of organizational restructuring.  
Hypotheses 
H3.1 Transparency has a significant positive impact on the organizational 
restructuring perception. 
H3.2 Clear definition of expectations has a significant positive impact on the 
organizational restructuring perception. 
H3.3 Diversifying roles has a significant positive impact on the organizational 
restructuring perception. 
H3.4 Clear communication has a significant positive impact on the organizational 
restructuring perception. 
H3.5 Involvement of employees has a significant positive impact on the 
organizational restructuring perception. 
H3.6 There is a significant differences regarding to the organizational restructuring 
perceptions of HR department staff, line managers, and organizational employees. 
	  
To test the first five hypotheses a multiple linear regression equation has been 
developed as follows: 
 
Perceptions of organizational restructuring = Constant + B1 Transparency 
+ B2 Clear definition of expectations + B3 Diversifying roles + B4 Clear 
communication + B5 Involvement of employees + ε 
 
To investigate the hypothesis, entering all variables in a single block, it is 




perceptions of organizational restructuring. Table 5.21 shows that 48% of the 
observed variability in the relative advantage is explained by the four independent 
variables (R2= 0.488, Adjusted R2= 0.480). 
Model R R Square Adjusted R Square Std. Error of the 
Estimate 
1 .699a .488 .480 .49241 
Table 5.21: Model Summary 
a. Predictors: (Constant), Involvement of employees, Transparency, Clear definition of expectations, 
Diversifying roles, Clear communication 
	  
To test the equivalent null hypothesis that there is no linear relationship in the 
population between the dependent variable and the independent variables, the 
ANOVA in Table 5.22 is used. 
	  
Model Sum of Squares df Mean Square F Sig. 
1 
Regression 69.639 5 13.928 57.441 .000b 
Residual 72.983 301 .242 	   	  
Total 142.622 306 	   	   	  
Table 5.22: Summary of ANOVAb Table 
a. Dependent Variable:  Perception 
b. Predictors: (Constant), Involvement of employees, Transparency, Clear definition of expectations, 
Diversifying roles, Clear communication 
 
Results from Table 5.22 shows that the ratio of the two mean squares (F) was 
57.441 (F-value=57.441, P<0.001). Since the observed significance level was less 
than 0.001, the five variables influence the perception of the organizational 
restructuring.    
To test the null hypothesis that the population partial regression coefficient 
for a variable is 0, t-statistic and its observed significance level were used. The 









t Sig. Collinearity 
Statistics 
B Std. Error Beta Tolerance VIF 
1 
(Constant) .757 .185 	   4.100 .000 	   	  
Transparency .076 .060 .072 1.255 .210 .521 1.919 
Clear definition of 
expectations 
.113 .068 .101 1.677 .095 .467 2.143 
Diversifying roles .309 .061 .295 5.049 .000 .499 2.006 
Clear 
communication 
.263 .061 .264 4.298 .000 .449 2.226 
Involvement of 
employees 
.102 .051 .107 1.984 .048 .587 1.702 
Table 5.23: Results of Regression Coefficientsa 
a. Dependent Variable:  Perception 
	  
Results from Table 5.23 indicate that it is sensible to reject the null 
hypotheses that the coefficients for clear definition of expectations H3.2 (B=0.101, 
t= 1.255, p<0.010), diversifying roles H3.3 (B=0.295, t= 5.049, p<0.01), clear 
communication H3.4 (B=0.264, t= 4.298, p<0.001), and Involvement of employees 
H3.5 (B=0.107, t= 1.984, p<0.05) are 0. The beta weights show that diversifying 
roles (B=0.295) have a strong significant influence on organizational restructuring 
perception. Also Clear communication (B=.264), Involvement of employees 
(B=.107) and Clear definition of expectations (B=.101) have a significant effect on 
organizational restructuring perception. 
The null hypothesis for transparency has to be accepted, since the partial 
coefficient does not contribute significantly to the model H3.1 (B=0.072, t= 1.255, 
p>0.10). However, although the hypothesis for transparency is rejected, investigation 
of its effect on the perception of the organizational restructuring alone reveals that it 




variables in the regression model, its impact on the success of organizational 
restructuring perception was overshadowed. 
Multicollinearity between the independent variables was minimal, as shown 
in by the values of Tolerance that average between 0.449to .587 and VIF that 
average between 1.702 and 2.226, indicating that the results were reliable.  
To test the final hypothesis that there is a significant differences regarding to 
the organizational restructuring perceptions of HR department staff, line managers, 
and organizational employees. ANOVA test has been conducted. Table 5.24 shows 
the perception of organizational restructuring perceptions of line managers, HR 
managers and employees.  


















3.32 .605 .039 3.24 3.39 1.00 5.00 
Line 
Manager 
33 3.50 .652 .113 3.26 3.73 2.00 5.00 










3.29 .520 .033 3.22 3.35 2.00 5.00 
Line 
Manager 
33 3.53 .593 .103 3.32 3.74 2.00 4.75 










3.37 .607 .039 3.30 3.45 1.00 4.60 
Line 
Manager 














3.34 .617 .039 3.26 3.42 1.00 5.00 
Line 
Manager 
33 3.60 .742 .129 3.34 3.86 1.00 4.75 










3.23 .629 .040 3.14 3.31 1.00 5.00 
Line 
Manager 
33 3.49 .686 .119 3.24 3.73 2.00 5.00 




3.37 .713 .040 3.29 3.45 1.00 5.00 
Table 5.24: Perceptions of Organizational Restructuring by Line Managers, HRD 
and Employees 
 
There is a high degree of agreement in the results shown in Table 5.24 
between the whole sample and the subsamples. In general the five perception 
dimensions clearly exceed the median measure (i.e., transparency, clear definition of 
expectations, diversifying roles, clear communication and involvement of 
employees).  However, the perception of the transparency was higher by the HRD 
(mean=4.07) followed by line manager (mean=3.50) and then the employees 
(mean=3.32).  Similarly, the perception of the clear definition of expectations was 
higher by the HRD (mean=4.29) followed by line manager (mean=3.53) and then the 
employees (mean=3.29). Diversifying roles, in the same line as the perception of the 
HRD, was the highest (mean=4.25) followed by line manager (mean=3.56) and then 
the employees (mean=3.27). Regarding the perception of clear communication, HRD 




employees (mean=3.34). Finally, the perception of the involvement of employees 
was similar as HRD scored the highest score (mean=4.27) followed by line manager 
(mean=3.49) and then the employees (mean= 3.23). Table 5.25 presents the ANOVA 
results of the differences. It shows that the perceptions of organizational restructuring 
of line managers, HRD and employees are significantly different. This gives support 
to the final hypothesis (H3.6) that there is a significant difference regarding the 
organizational restructuring perceptions of line managers, HR staff and employees.  








17.767 2 8.883 24.609 .000 
Within Groups 109.735 304 .361 	   	  
Total 127.502 306 	   	   	  




31.073 2 15.536 57.083 .000 
Within Groups 82.741 304 .272 	   	  




23.740 2 11.870 34.027 .000 
Within Groups 106.049 304 .349 	   	  




26.462 2 13.231 34.304 .000 
Within Groups 117.253 304 .386 	   	  
Total 143.715 306 	   	   	  
Involvement of employees 
Between 
Groups 
33.595 2 16.798 41.745 .000 
Within Groups 122.325 304 .402 	   	  
Total 155.921 306 	   	   	  
Table 5.25: ANOVA Analysis 
Based on the above the results are summarised below: 
Hypotheses Results 
H3.1 Transparency has a significant positive impact on the 





H3.2 Clear definition of expectations has a significant positive impact 
on the organizational restructuring perception. 
Accepted 
H3.3 Diversifying roles has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.4 Clear communication has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.5 Involvement of employees has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.6 There is a significant differences regarding to the organizational 




5.5 Conclusion and Summary of Key Findings 
This chapter reported inferential statistics that enable the researcher to come to 
conclusions that extend beyond the immediate data. This chapter described the 
procedures and findings of factor analysis, multiple regression analysis, one-sample 
test, ANOVA analysis and hypotheses testing, which were used for analytic 
purposes. 
Factor analysis for all 3 stages was undertaken mainly to first, validate the 
measures in each stage, and second, to create a set of factors to be treated as 
uncorrelated variables as an approach to handling multicollinearity. In the adoption 
stage, factor extraction results using Principal Component Analysis (PCA) show that 
six factors were identified possessing eigenvalue more than 1. These factors were 
than taken to be the most interpretable and thus were accepted as the final factor 
solution. The six factors support the literature review (Chapter 2) and are defined as:  
1) Strategy Deployment  
2) Change in market environment  





5) Enterprise information systems change, and 
6) Adoption of restructuring.  
To improve the predictive value for the successful implementation of 
organizational restructuring, a group of variables have been identified in this study. 
Factor analysis results using Principal Component Analysis (PCA) show that five 
factors were identified possessing eigenvalue more than 1. These factors were 
defined as:  
1) Channelizing information   
2) Strategy initiation 
3) Ensuring Adaptability 
4) Strategy integration, and  
5) Management of change. 
	  
Finally, in the perception stage, factor extraction results using Principal 
Component Analysis (PCA) has identified six basic factors possessing eigenvalue 
more than 1. These factors were then taken to be the most interpretable and thus were 
accepted as the final factor solution. The four factors support the literature review 
(Chapter 2) and defined as:  
1) Transparency  
2) Clear definition of expectations  
3) Diversifying roles  
4) Clear communication 
5) Involvement of employees, and 
6) Perception 
After the results of factor analysis, the hypotheses of each stage were tested. The 






H1.1 Strategy Deployment has a significant positive effect on the need 
for organizational restructuring.    
Accepted 
H1.2 Change in market environment has a significant positive effect on 
the need for organizational restructuring.    
Rejected 
H1.3 Statutory & legal compliance has a significant positive effect on 
the need for organizational restructuring.       
Accepted 
H1.4 Downsizing has a significant positive effect on the need for 
organizational restructuring.    
Accepted 
H1.5 Enterprise information systems change has a significant positive 
effect on the need for organizational restructuring.   . 
Accepted 
H2.1 Organizational Restructuring success is dependent up on a group 
of factors. 
Accepted 
H2.2 Channelizing information has a significant positive effect on the 
successful organizational restructuring. 
Accepted 
H2.3 Strategy initiation has a significant positive effect on the 
successful organizational restructuring. 
Rejected 
H2.4 Ensuring Adaptability has a significant positive effect on the 
successful organizational restructuring. 
Accepted 
H2.5 Strategy integration has a significant positive effect on the 
successful organizational restructuring. 
Accepted 
H2.6 Management change has a significant positive effect on the 
successful organizational restructuring. 
Accepted 
H3.1 Transparency has a significant positive impact on the 
organizational restructuring perception. 
Rejected 
H3.2 Clear definition of expectations has a significant positive impact 
on the organizational restructuring perception. 
Accepted 
H3.3 Diversifying roles has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.4 Clear communication has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.5 Involvement of employees has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.6 There is a significant differences regarding to the organizational 
restructuring perceptions of HR department staff, line managers, and 
organizational employees. 
Accepted 
Table 5.26: Results of Hypotheses Testing 
Source: Analysis of Survey Data 
 




Chapter 6: Discussion, Conclusion, Recommendations, and Limitations 
6.1 Overview of the Study Aim, Objectives, and Achievements 
The government of Abu Dhabi emirate has developed a long-term 
comprehensive plan to guide future growth of the emirate, which provides a vision 
for use by all Abu Dhabi emirate government and semi-government entities with an 
interest in the future development of Abu Dhabi. Therefore, all Abu Dhabi 
government and semi-government entities need to align their strategic planning with 
Abu Dhabi government plans in order to play their roles in achieving the government 
strategic goals. This has forced many of these entities to implement changes on how 
they are structured aiming to have the right framework and skills to enable them to 
achieve the new long-term goals set by the government. As a result, organizational 
restructuring has become a common practice within Abu Dhabi government and 
semi-government entities.  
This study is the first to empirically examine and rigorously investigate 
organizational restructuring covering all of the stages that the organizational 
restructuring process goes through starting from the adoption stage, which identifies 
the main reasons leading organizations to undertake organizational restructuring. 
Then the study evaluates the role of HR department in the organizational 
restructuring implementation and finally, it analyzes the perception that line 
managers, HR department staff, and organization employees have towards the role 
HRD plays during organizational restructuring. This aspect is investigated in order to 
understand the importance of how the perceptual understanding of the role of human 
resources can inherently affect the entire process and success of restructuring as a 




1) To specify the main drivers leading organizations to undertake organizational 
restructuring.  
2) To determine the role of HR department in the process of organizational 
restructuring.  
3) To examine the perception that line managers, HRD, and employees have 
towards HR role played during organizational restructuring.  
The process through which this research was developed and verified is presented in 
six chapters. Chapter 1 gives an overview of the study covering the research purpose, 
objectives, and questions while Chapter 2 presents the overall background of the 
field of the study and related subject and literature, the research framework and 
hypotheses development. Chapter 3 includes the research design, methodology, 
operationalization of constructs and the chosen research methodology. Descriptive 
statistics, reliability and validity analysis were discussed in Chapter 4, whereas the 
quantitative analysis and hypotheses testing were presented in Chapter 5. Chapter 6 
contains the discussion of key findings, the conclusion, the recommendations, and 
the limitations of the study.  
As a result of a comprehensive review of related literature, the research 
framework was developed, which consists of three main dimensions/stages of the 
organizational restructuring process where each stage includes five variables. All of 
these variables were operationalized to develop the research survey questionnaire. 
Moreover, 16 hypotheses were also developed to test the relationship between the 
dependent and independent variables within each dimension in the research 
framework following the selected research design and methodology. Then data was 
presented and analyzed using different statistical tools and techniques. Finally, a 




specified research questions, suggesting that the research objectives set out had been 
addressed. 
6.2 Discussion of Key findings 
It was discussed in Chapter 2 that there was a gap in the literature, therefore, 
this study could add valuable knowledge to the organizational restructuring literature 
bearing in mind that each case has a different context and culture.  The 
organizational culture plays an effective role as a social tool in motivating employees 
and influencing their behavior, turning it into positive alignments of values (De 
Chernatony, 2002; Dowling, 1994). However, the outcome of this study can be very 
useful if it is seen from the perspective of managing change and its process.  
This section interprets and reviews the research findings of the survey 
questionnaire, which was found to be the most feasible data collection method for 
this study. The response rate was excellent reaching 80% with 307 responses. The 
results presented in previous chapters are in a format relating to the three main 
dimensions of the study. Similarly, these discussions are presented on the same three 
dimensions, namely 1) adoption: main drivers leading to organizational restructuring, 
2) Implementation: role of HR department in the process of organizational 
restructuring, 3) perception: perception of HRD, line managers, and organization 
employees. The hypotheses of each stage/dimension have been tested as shown in 
Chapter 5 and the results are discussed in the following subsections.  
6.2.1 Adoption of Organizational Restructuring 
Hypotheses Results 
H1.1 Strategy Deployment has a significant positive effect on the need 
for organizational restructuring.    
Accepted 
H1.2 Change in market environment has a significant positive effect on 





H1.3 Statutory & legal compliance has a significant positive effect on 
the need for organizational restructuring.       
Accepted 
H1.4 Downsizing has a significant positive effect on the need for 
organizational restructuring.    
Accepted 
H1.5 Enterprise information systems change has a significant positive 
effect on the need for organizational restructuring.    
Accepted 
 
As shown above, strategy deployment is found to be positively related to the 
need for organizational restructuring. This is consistent with Dattagupt (2010), 
Pardee (2010), Sablynski (2005), Smith (2002) and Hacker and Washington (2004), 
who found that the need to deploy strategy is the basis for organizations to take a 
decision to restructure.  On the other hand, change in market environment is found to 
not have a significant positive effect on the need for organizational restructuring.  
This is not supporting the findings of other authors and researchers. For example, a 
research conducted by American Psychological Association indicates that there is a 
clear relationship between market changes and the need for organizations to 
restructure. According to Brandy (2008), organizational restructuring allows 
organizations to make the most of the market changes, hence a positive relationship 
between restructuring and market changes is evident.  
The third hypothesis in the adoption stage statutory and legal compliance has 
a significant positive effect on the need for organizational restructuring. The findings 
for this hypothesis are in line with Judith (2003), Bernie (2005), Frigo and Anderson 
(2009), and Plan (2008), who all state that organizations need to comply with legal 
and statutory requirements. Downsizing has a significant positive effect on the need 
for organizational restructuring. Despite the fact that the research was done in 
government and semi-government organizations, the majority of the employees at all 




organizational restricting. This is in support of many authors, such as Freeman and 
Cameron (1993), Lewin and Johnston (2000), and West (2012), who see that 
downsizing has a positive impact on the financial situation of companies on the long 
run. Therefore, it is seen as a valid reason for them to consider restructuring to 
downsize.  
As seen on the above table, the fifth hypothesis in the adoption stage is, 
enterprise information systems change has a significant positive effect on the need 
for organizational restructuring. This outcome is consistent with Ulrich (1989), 
Luftman (2000), Benbasat (2009), Jaiang Yingjie (2005), and Amburgey and Miner 
(1992) who support the idea that the need for many organizations to implement or 
update their technology can lead to organizational restructuring.  
6.2.2 HR Role in Organizational Restructuring Implementation 
Hypotheses Results 
H2.1 Organizational Restructuring success is dependent up on a 
group of factors.  
Accepted 
H2.1 Channelizing information has a significant positive effect on 
the successful organizational restructuring. 
Accepted 
H2.2 Strategy initiation has a significant positive effect on the 
successful organizational restructuring. 
Rejected 
H2.3 Ensuring Adaptability has a significant positive effect on the 
successful organizational restructuring. 
Accepted 
H2.4 Strategy integration has a significant positive effect on the 
successful organizational restructuring. 
Accepted 
H2.5 Management of change has a significant positive effect on 
the successful organizational restructuring. 
Accepted 
 
As see from the findings of hypotheses for the implementation stage above, 
channelizing information was found to be positively related to the successful 
organizational restructuring. This supports other research findings, such as Angle 




department should act as an essential communication link between top management, 
line management and employees during organizational restructuring. However, 
strategy initiation has not been found to have a significant positive effect on 
successful organizational restructuring in this study. This result is not in line with the 
authors who have contradictory findings, such as Floyd and Lane (2000), Gioia and 
Chittipeddi (1991), Dutton and Duncan (1987), and Narayan (1983). This might be 
due to lack of confidence in the human resources departments’ competency as seen 
from the respondents’ comments.  
Ensuring adaptability is found to be positively related to successful 
organizational restructuring. This outcome supports the claims by Rajagopalan and 
Spreitzer (1996), and Schaufeli (2013) that the human resources department is 
responsible for the role of ensuring that the employees are comfortable, motivated 
and compatible with the changes, which contributes to successful organizational 
restructuring. The third hypothesis in the this stage, strategy integration has a 
significant positive effect on successful organizational restructuring, has been 
accepted, which is in agreement with Schweizer (2006), Laschinger (2001), Balogun 
and Johnson (2004), Ban and Gossett (2010), and Brown (2002), who all indicate 
that a new structure must be aligned with the overall strategy of the organization 
bearing in mind that it also implies changing people mindset, processes, positions 
and feedback systems. Management of change is found to be positively related to 
successful organizational restructuring. This hypothesis is related to the overall 
management of the restructuring project by the HR department being the focal point 
and the facilitator of the restructuring exercise as a whole. This finding is in support 
of authors such as, Currie (1991), Bourgeois and Brodwin (1984), and Stone (2005). 




seen above, H2.1 Organizational Restructuring success is dependent up on a group of 
factors. 
6.2.3 Perception of HR Role  
Hypotheses Results 
H3.1 Transparency has a significant positive impact on the 
organizational restructuring perception. 
Rejected 
H3.2 Clear definition of expectations has a significant positive impact 
on the organizational restructuring perception. 
Accepted 
H3.3 Diversifying roles has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.4 Clear communication has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.5 Involvement of employees has a significant positive impact on the 
organizational restructuring perception. 
Accepted 
H3.6 There is a significant differences regarding to the organizational 




The first hypothesis in the perception stage is, transparency has a significant positive 
impact on the organizational restructuring perception. This was the only rejected 
hypothesis in the perception stage. According to Schnackenberg (2015), transparency 
is a subjective perception that varies from person to person, who makes up her/his 
mind focusing mainly on three issues, disclosure, clarity. and accuracy. This finding 
is not in line with literature contributed by these authors: Argyris, (1993), Larson and 
King (1996), and Malone (2005, 2014).  
By clearly defining the expectations that top management officials have in 
relation to the roles of the human resources department in an organizational 
restructuring process, human resources can formulate essential policies and take 
certain measures in order to appease those expectations (Walker, 1986). Clear 
definition of expectations is found to have a significant positive impact on the 




(1989), Mantere (2008), Hersey and Blanchard (1969), Heth and Arbert (2008), and  
Martin (2012). Diversifying roles is also found to have a significant positive impact 
on the organizational restructuring perception, which is in support of other authors, 
such as Mohrman and Lawler (1997), Huy (2002), Welbourne Theresa (2009), and 
Mathieu (2013). 
By ensuring that there is no disparity and discrepancy with relation to the 
information being passed down from the top executive management to the employee 
workforce as a whole, the HR department can heavily influence the success of the 
restructuring process and also change the inherent perceptions with relation to all the 
members and levels of the corporate structure (Waller, Huber, & Glick, 1995). In line 
with this, clear communication is found to have a significant positive impact on the 
organizational restructuring perception. This supports previous finding of authors 
such as Waller, Huber, and Glick (1995), Widhiastuti (2012), Maitlis (2005), March 
and Simon (2008), and Henry (2005). Furthermore, involvement of employees is 
found to have a positive impact on the organizational restructuring perception. This 
again supports the findings of Mayer, Smith, and Whittington (2003) and Amburgey 
and Miner (1992), who conclude that the correlation between employee engagement 
and organizational restructuring is a leading indicator of the past damages and can be 
a corrective measure to reflect the future outlook of an organization. Finally, Mayer 
et al. (2000), Armenakis et al. (1993), Dent and Goldberg (1999), and this research 
confirm that there is a significant difference regarding the organizational 
restructuring perceptions of HR department, line managers, and organization 




6.3 Contribution of the Study 
This study makes a contribution to the literature and theory of organizational 
restructuring being the first to investigate organizational restructuring covering all of 
the stages that the organizational restructuring process goes through starting from the 
adoption stage, which identifies the main reasons leading organizations to undertake 
organizational restructuring. Then the study evaluates the role of HR department in 
the organizational restructuring implementation and finally, it analyzes the 
perception that line managers, HR department staff, and organization employees 
have towards HRD’s role played during organizational restructuring. It also involves 
three different levels of participants in the study, namely HR staff, line managers and 
organization employees unlike previous studies which look at organizational 
restructuring from HR practitioners’ perspectives only. Moreover, the study has 
brought together a large body of literature and unified many schools of thought into a 
single integrated perspective extending the current concepts of organizational 
restructuring.  
This research has proposed a conceptual framework and empirically tested 
the constructs of each stage of this framework. The results provide good concepts 
and guidelines for successful organizational restructuring, which HR practitioners 
and organizations as a whole can learn from as it overcomes many limitations of 
previous research and provides a new perspective on managing organizational 
restructuring. Moreover, the study provides a better level of understanding of the 
need for involvement by top management pertaining to the human resources 
management, in the process of restructuring an organization, both in terms of the 
implementation as well as the creation of strategic reforms and policies with relation 




questions answer the varying differences in the degree of involvement of the human 
resources function in the process of organizational restructuring, and the various 
ways in which the implementation as well as the execution of the strategic reforms 
required for the process of restructuring, are affected by the exclusion of the human 
resources department. This recognition of the human resources department’s role will 
contribute to the improvement of the rganizational restructuring process and its 
success.  
Moreover, the study emphasizes the role of the employee workforce in the 
restructuring process of the organization. Therefore, more importance can be given to 
their views and beliefs. In other words, personnel and people involved in the process 
of restructuring can be increased to a considerable degree, so that they have an 
increased influence on the structuring as well as the implementation of the various 
strategies enumerated by the executive authorities of the organization. The 
employees and operational personnel can be given more opportunities to express 
their views and beliefs on the system and structure of the organization as a whole, a 
practice which can be used to considerably increase their contribution to the strategy 
making and implementation process. Similarly, the line management role is one of 
the important aspects of this study. Therefore, recognizing and enhancing their 
involvement will lead to a much larger contribution in the processes of formation, 
implementation, and execution of organization strategies. 
The study focuses on the importance of collaboration between HR 
department and line management. According to Hammer and Champy (1993), the 
average success rate for major organizational restructuring and organizational change 
is around 30% worldwide. Organizational restructuring is a huge and risky change 




integration of commitment, efforts, and communication to the employees by the 
human resources department and line management is extremely important. Another 
important outcome from this study, which human resources leaders in particular 
should pay attention to, is the different roles they need to play in order to efficiently 
manage organizational restructuring projects. They are required to coach and 
facilitate employees, line managers, and organization management in addition to 
managing the actual project work and coordinating with other external stakeholders 
such as consultancy firms. In case of not giving enough efforts toward any of these 
stakeholders, the success of the organizational restructuring becomes at risk.  
Effective communication serves as the pillar of success of any organizational 
restructuring plan. It can be concluded from the study that organizations need to 
ensure that there is no disparity and discrepancy with regard to the information being 
passed from the top management to the employees. By adhering to this, human 
resources can improve perception toward their role and increase probability of 
success in the restructuring project as a whole. The study also provides new 
theoretical grounds for studying organizational restructuring in the future.  
6.4 Managerial Implications 
A key managerial implication of the study is that it provides useful guidelines 
for a successful organizational restructuring process. Consequently, practitioners can 
derive a better understanding and measurement of the activities that are undertaken 
by professionals in their organizations and can appreciate how an appropriate balance 
between different stakeholders involved in organizational restructuring projects can 
achieve better results. According to Stone (2005), the HR department of an 




that they are largely responsible for the implementation of a new organizational 
design as well as the facilitation of the process of restructuring as a whole. The study 
emphasizes the importance of HR departments’ role in organizational restructuring 
projects, which can help management of organizations realize this and provide the 
HR team with the support they need in order to successfully manage this risky 
change.  It is important to ensure that HR is an integral part of the design, formation, 
and the implementation of organizational restructuring.  
According to Mayer et al. (2004), one of the most important aspects in 
ensuring proper and efficient organizational restructuring is the substantial 
involvement of the employees in the process of the restructuring as a whole. It has 
also been seen that the failure of any particular organizational restructuring occurs 
mainly due to the perception of the employee workforce about how the change might 
affect them (Dent & Goldberg, 1999). This study clearly highlights the importance of 
involving employees in organizational restructuring. This can provide good guidance 
to top management, HR practioners, and line management to properly involve their 
employees in the organizational restsructuring process. Another essential aspect to 
learn from this study is that relationships and coordination between different levels 
of the organization can ease lots of difficulties during implementing such a risky 
change, as all stakeholders need to allign their efforts in order to achieve strategic 
organizational goals.  
6.5 Theoretical Implications 
In terms of academic research implications, this study makes a significant 
contribution to knowledge in its discipline/field, but one which also has implications 




framework, this study proposes factors that lead to the adoption of organizational 
restructuring, main factors that can help HR departments better manage 
organizational restructuring projects, and factors that affect the perception of 
employees and line management, which contribute to the overall success of 
organizational restructuring initiatives. While many of the relationships hypothesized 
in the framework are supported by the existing literature, the unique value of this 
study appears in the comprehensive coverage of all stages that organizational 
restructuring process goes through and the integration of three organizational levels 
namely, HRD, line mangers, and employees. 
Seeking to reduce the literature gap, this study’s results confirm what other 
authors have previously reported in the area of organizational restructuring literature. 
The outcome of this study contributes a broader knowledge to the topic literature in 
another context, that of identifying and understanding the dimensions and success 
factors of organizational restructuring and its consequences. Such findings can be 
used further in the area of organizational change since they open the door to future 
research in terms of considering other dimensions and factors in a larger sample and 
in different industries. 
Moreover, the study has initiated the concept of looking at organizational 
restructuring as a complete process incorporating the main stakeholders. It also 
highlights that organizational restructuring should be looked at or investigated while 
considering all stages that it usually goes through, starting from adoption to 
implementation, and finally how all stakeholders perceive this change before it starts, 




6.6 Research Limitations  
As is the case with all research studies, this study has a number of	  limitations, 
the listing of which may help future research. These limitations are mainly related to 
the breadth of the topic under investigation, its measurement, and time constraints. 
Firstly, the research topic on organizational restructuring is a relatively new area of 
research in the Middle East in general, and in UAE in particular, where theory and 
concepts are still developing.  However, this research seeks to identify various ways 
in which HR departments can better contribute toward organizational restructuring 
involving line management and organization employees, which demands broadening 
the scope of such studies in reviewing the literature and collecting appropriate data. 
In addition, while the research has sought to meet such requirements by extensively 
reviewing various bodies of related literature and seeking different types of data from 
both primary and secondary sources, it could not be claimed that the empirical 
investigation in this study has come across all the relevant issues.  
Secondly, the research design of the study was limited to cross departments in 
two organizations. The use of data collection design for survey research in the 
quantitative phase means that data were collected through a drop and pick up survey 
technique, which captured the perceptions of the respondents at a certain point. 
Because the study was not longitudinal, no causal inferences can be made about the 
in-firm order of effects between the dimensions of the study. Although survey 
research may be beneficial in predicting relationships between variables, causal 
relationships between the constructs cannot be determined on a temporal dimension 
or by the statistical results of a survey. In other words, it is impossible to prove a 




sectional design of the present study limited overall the possible inferences about the 
nature of the causal relationships among the constructs. 
Thirdly, another limitation is the self-reporting perception measure, which is 
the reliance on the subjective, self-reported indicators for measuring the research 
constructs in the survey questionnaire. Although it is admitted that using specific 
objective indicators would improve precision, such measures are also sensitive and 
difficult for the respondents to remember precisely. Furthermore, asking for such 
information can lead to the consequence of a low accuracy in response. The survey 
research in the quantitative phase of the study relied fully on the respondents’ self- 
reports regarding the different dimensions of the research. Fourthly, time constraints, 
and the limited access to organizational information with the use of a questionnaire 
survey, were a further limitation. More time would have allowed more data to be 
collected, which would have contributed to gaining more data and hence greater 
accuracy. The study focuses only on Abu Dhabi emirate government and semi-
government sectors. Private sector companies as well as other emirates of the United 
Arab Emirates were not included in this study. Finally, the study has been conducted 
in specific situation, context, time, and with specific participants, which makes it 
difficult to generalize findings to other situations.  
6.7 Recommendations for Future Research 
As this study covers a broad area of research, there are many directions in 
which future research is needed. The study, though preliminary in nature, has many 
potential implications for future research, which pertain both to methodology 
employed in collecting and analyzing the data and to the substantive findings of the 




restructuring covering different stages that it goes through. Firstly, this could 
stimulate future researchers to test the framework in a different environment and 
compare findings to this study. Secondly, research is needed to study how the 
perceived importance of these factors may differ across different industries. Thirdly, 
each stage of the organizational restructuring seem to have its factors and different 
levels of involvement from different parties who are involved in the process. More 
focus on the implications (perception stage) by employing both theoretical and 
practical application is highly recommended in order to generate an in-depth 
knowledge to this important dimension. 
Moreover, with regard to research methodology and research design, future 
researchers can consider quantitative as well as qualitative samples. For example, 
using interviews to collect qualitative data could allow the researcher to further 
explore views, experiences, beliefs, and motivations of individual participants. 
Furthermore, a longitudinal study can be helpful in determining patterns, learning 
more about cause and effect relationships, and connections can be made more 
clearly. More data over longer periods of time allows for better and more concise 
results. Longitudinal studies are high in validity and are great for picking up such 
long-term changes. Finally, future research in the area of organizational restructuring 
can be done using the developed framework in the private sector in Abu Dhabi 
emirate and in other emirates in the United Arab Emirates. This will help in 
establishing a more comprehensive understanding of the organizational restructuring 
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I  would  like  to  kindly  request  you  to  take  part  in  a  research  study  on  the  
role  of  HR   in  organizational   restructuring,  with  special   reference   to   the  
perceptions   of   employees,   line   Managers   and   HR   managers.      I’m  
currently  enrolled  in  the  Doctorate  Program  at  the  United  Arab  Emirates  
University,   and   am   in   process   of   writing  my   doctoral   dissertation.   The  
purpose  of   the   research   is   to  understand   the  process  of  organizational  
restructuring   within   the   UAE   context   with   special   focus   on   the  
government  and  semi-­‐government  bodies  in  the  emirate  of  Abu  Dhabi.  
Through  your  participation,   I   hope   to  develop  a   framework   that  would  
help   such   bodies   to   improve   the   way   that   they   manage   their  
organizational   restructuring   process.   Enclosed   with   this   letter   is   a  
questionnaire   that   asks   a   variety   of   questions   about   the   last  
restructuring  exercise  in  your  organization.    
Please   take   a   few  minutes   to   answer   each   question   on   the   survey   as  
completely  and  accurately  as  possible.  Your  responses  will  be  processed  
with  full  confidentiality.  If  you  have  any  questions  regarding  the  survey,  
please   send   an   email   to   bukhaled55555@gmail.com,   the   questionnaire  
should  take  about  18  minutes  to  complete.  Because  your  participation  is  
voluntary,  you  may  withdraw  from  the  study  at  any  time.    
  
Thank  you  for  taking  the  time  to  help  with  my  enquiries.    
  
Sincerely,  
Mohamed  Al  Hammadi  
DBA  student-­‐  UAE  University  




Who should complete this questionnaire?  
Only employees of Abu Dhabi government and semi-government entities should answer the following questions.  
 
Q1: Background Information 
: Background information 
Q1.Please put a tick in each of the appropriate boxes. 
 
1.1. Age  
 














1.4. Job Rank 
 





 UAE National  Non National/Expat 
 
 
1.6. Department  
 






• Using the scale provided below, please, indicate your level of agreement with each of the following 
statements by putting a circle around the appropriate number.  
• Questions 2 to 7 focus on the reasons that lead organizations to restructure. 
Q2. Strategy Deployment 
Strongly 
agree Agree Neutral Disagree Strongly Disagree 
Description 
5 4 3 2 1 
2.1. Our restructuring was done to 
support the organization’s long term 
strategy 
5 4 3 2 1 
2.2. The objectives of our 
organizational restructuring were 
clear. 
5 4 3 2 1 2.3. We used a clear method of deploying strategy. 
5 4 3 2 1 
2.4. Our strategy deployment 
followed a set plan. 
5 4 3 2 1 
2.5. I understand how my work 
directly contributes to the overall 
success of my organization. 
 
 
Q3: Change in market environment 
Strongly agree Agree Neutral Disagree Strongly Disagree Description 
5 4 3 2 1 
3.1. The organization knows what 
aspects to consider in analyzing the 
external market. 
5 4 3 2 1 
3.2. The organization uses specific 
methods to assess the market. 
5 4 3 2 1 
3.3. I know which market trends 
would most affect my organization. 
5 4 3 2 1 
3.4. The organization has identified 
aspects of a market organization index 
in order to gain the upper hand in 
terms of organizational restructuring  
 
Q4: Statutory & legal compliance 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree Description 
5 4 3 2 1 
4.1. We restructured the organization in order 
to adhere to legal/government requirements. 
5 4 3 2 1 
4.2. We have clear laws & regulations, which 
we are obliged to follow when the 
organization is restructured.   
5 4 3 2 1 
4.3. We took a Governance Risk & 
Compliance (GRC) approach towards the 
organizational restructuring.  
 
5 4 3 2 1 
4.4. We clarified tasks to ensure the proper 
implementation of GRC procedures in our 
organization.  
5 4 3 2 1 4.5. Limitations imposed by legal regulations 












5 4 3 2 1 
5.1. We considered downsizing during our 
previous restructuring. 
5 4 3 2 1 
5.2. The process of downsizing positively affected 
the organization as a whole. 
5 4 3 2 1 
5.3. The process of downsizing negatively 
affected the employees who remained. 
5 4 3 2 1 
5.4. The organization kept a balance between 
organization’s interests and those of the 
employees.  
 
Q6: Enterprise information systems change 
Strongly 




5 4 3 2 1 
6.1. During the previous restructuring, we 
integrated new information systems along with 
inherited systems.  
5 4 3 2 1 
6.2. We understand the risks involved in the 
change of enterprise systems in our organization. 
5 4 3 2 1 6.3. We managed these risks efficiently to ensure 
that employees could adapt to them. 
5 4 3 2 1 
6.4. We consulted third-party experts before 
integrating the new enterprise systems. 
  
Q7: Adoption of restructuring 
Strongly 
Agree 
Agree Neutral Disagree Strongly 
Disagree 
Description 
5 4 3 2 1 7.1. We regularly review our 
organizational structure. 
5 4 3 2 1 
7.2. Top management is keen to 
restructure the organization when 
needed. 
5 4 3 2 1 
7.3. To be proactive towards today’s 
changing market environment, 
organizational restructuring is required. 
 
  
• Questions 8 to 12 focus on the role of HR department during organizational restructuring. 
Q8: Channelizing information 
Strongly 
Agree 
Agree Neutral Disagree Strongly 
Disagree 
Description 
5 4 3 2 1 8.1. The organization gives importance 




the purpose of communicating 
strategies between different levels. 
5 4 3 2 1 
8.2. During the restructuring process, 
HR department conducted regular 
meetings with the employees 
5 4 3 2 1 
8.3. The organization used methods to 
assess the effectiveness of 
communication during the restructuring 
process 
5 4 3 2 1 
8.4. The HR department had regular 
meetings with top management to 
discuss the restructuring project 
5 4 3 2 1 
8.5 The HR department had regular 
meetings with line managers to discuss 
the restructuring project 
 
Q9: Strategy initiation 
Strongly 
Agree 




5 4 3 2 1 
9.1. In our organization, the HR 
department participates with top 
management in strategy initiation. 
5 4 3 2 1 
9.2. The HR department’s involvement 
in strategy initiation helps to implement 
organizational restructuring 
successfully.  
5 4 3 2 1 9.3. The HR department knew why the 
organization was restructured.  
5 4 3 2 1 9.4 The HR department knew how the 
organization was restructured.  
5 4 3 2 1 
9.5 It’s important to consider the 
human capital aspects of the 
organization when strategy is initiated. 
 
Q10: Ensuring Adaptability 
Strongly 
Agree 
Agree Neutral Disagree 
Strongly 
Disagree Description 
5 4 3 2 1 10.1. Employees found it easy to adjust 
to the new organizational framework.  
5 4 3 2 1 
10.2. The HR department conveyed 
messages to the employees concerning 
the restructuring  
5 4 3 2 1 
10.3. The HR department received 
feedback from the employees 
concerning the restructuring. 
5 4 3 2 1 
10.4. The line management played an 
important role in ensuring the 
adaptability of the employees. 
5 4 3 2 1 10.5. I was provided with proper 
training related to the restructuring. 
5 4 3 2 1 
10.6. The organization used tools to 
measure employees’ adaptability to the 





Q11: Strategy integration 
Strongly 
Agree 
Agree Neutral Disagree Strongly 
Disagree 
Description  
5 4 3 2 1 11.1. Line managers are properly 
involved in the restructuring process. 
5 4 3 2 1 
11.2. I was given the opportunity to 
offer feedback concerning the 
restructuring.  
5 4 3 2 1 11.3.  My manager helped me adapt to 
the change  
5 4 3 2 1 11.4. The restructuring of the 
organization was a good decision.  
 
Q12: Management change 
Strongly 
Agree 




5 4 3 2 1 12.1. Overall, the restructuring project 
was managed efficiently. 
5 4 3 2 1 
12.2. I’m satisfied with the role that 
HR played in the restructuring 
exercise.  
5 4 3 2 1 
12.3. The line managers played a good 
part in making the restructuring 
successful.  
5 4 3 2 1 
12.4. During the restructuring, the HR 
department properly dealt with 
emotional dissent. 
  
• Questions 13 to 19 focus on how the organizational restructuring is perceived by employees, line 




Agree Neutral Disagree 
Strongly 
Disagree Description 
5 4 3 2 1 
13.1. I’m satisfied with the level of 
information I received about the 
restructuring.  
5 4 3 2 1 13.2. The information I received 
about the restructuring was clear. 
5 4 3 2 1 13.3. During the restructuring, I was 
provided with accurate information. 
5 4 3 2 1 
13.4. The information about the 
restructuring was disclosed to the 
organization at every level. 
 
 
Q14: Clear definition of expectations 
Strongly 
Agree 




5 4 3 2 1 
14.1. Top management specified their 
expectations from the HR department 




5 4 3 2 1 14.2. HR explained to me their role in 
the restructuring.  
5 4 3 2 1 
14.3. Middle management fully 
understood the role of HR in the 
restructuring. 
5 4 3 2 1 
14.4. Employees knew what was 
expected from them during the 
restructuring.  
 
Q15: Diversifying roles 
Strongly 
Agree 
Agree Neutral Disagree 
Strongly 
Disagree Description 
5 4 3 2 1 15.1. HR played a strategic role in 
the restructuring. 
5 4 3 2 1 15.2. HR was a good facilitator for 
the restructuring project. 
5 4 3 2 1 
15.3. HR properly dealt with 
resistance and interpersonal issues 
during the restructuring. 
5 4 3 2 1 15.4. The role of HR in the 
restructuring project was clear. 
5 4 3 2 1 
15.5. During the restructuring, the 
HR staff acted according to the role 
specified to them. 
 
Q16: Clear communication 
Strongly 
Agree 
Agree Neutral Disagree 
Strongly 
Disagree Description 
5 4 3 2 1 
16.1. I received clear information 
about the last restructuring of the 
organization. 
5 4 3 2 1 
16.2. Information about the 
restructuring was passed from the top 
executives to the employees. 
5 4 3 2 1 
16.3. My manager shared 
information related to the 
restructuring with me. 
5 4 3 2 1 
16.4. The HR department arranged a 
good number of meetings with 
employees and shared information 
about the restructuring. 
 
Q17: Involvement of employees 
Strongly 
Agree Agree Neutral Disagree 
Strongly 
Disagree  Description  
5 4 3 2 1 17.1. I was given the opportunity to 
contribute to the restructuring.  
5 4 3 2 1 17.2. Cross-functional teams were 
established for the restructuring project. 
5 4 3 2 1 17.3.  I was encouraged to give 
feedback related the restructuring 
5 4 3 2 1 
17.4. I feel that I could have 
contributed more in the restructuring if 













5 4 3 2 1 
18.2. I’m satisfied with the 
performance of the HR department in 
the restructuring project.  
5 4 3 2 1 18.3. I’m convinced by the changes 
that resulted from the restructuring.  
5 4 3 2 1 
18.4. I will do my best to help 








19.1. How far do you consider 










Thank you for taking the time to fill out this questionnaire.  
If you would like a copy of the study report, please provide your email address below. 
 
………………………………………………………………………………………………………………………
……………………………………………………………………………………………………………………… 
  
